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ABSTRACT

Nursing turnover is costly in money, personnel, and

employee morale. The research in nursing turnover has

alluded to job satisfaction, the personal reasons or the

job itself as possible causes.

This study identified U.S. Air Force Nurse Corps

officers at risk for turnover, how satisfaction impacts on

the turnover, the impact of Work Role Design and Individual

Motivation on the satisfactions, and the stated reasons for

turnover. It was reasoned that if satisfaction factors do

have an impact on turnover, more administrative attention

could be focused on these factors through Work Role Design

and/or Motivational Theory to decrease turnover.

The sample population consisted of 1,200 active duty

nurses working in Medical Treatment Facilities worldwide.

The specialities included: Administration, Clinical

Nursing, Nursing Education, Mental Health Nursing, and the

Operating Room. In all, 885 surveys were returned (73.75%).

The major findings indicate that the turnover

intentions resemble the actual Nurse Corps' turnover. The

nurses indicate they are satisfied. Their demographic

characteristics of age, sex, marital status, rank, time of

station, and time in Air Force, and level of Air Force

satisfaction did have an effect on the turnover intentions.

IA



Consistency and equity of organizational policies and the

motivating potential were the most important work role

design factors in determining the satisfactions; equity of

rewards was the most important individual motivator. Stated

reasons for turnover were related to working conditions,

politics, the job, family responsibilities, supervision,

and policies. Reasons for staying were related to the job,

benefits, politics/policies, educational opportunity, and

personal reasons.
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CHAPTER 1

INTRODUCTION

Nursing turnover has been a complex, expensi.ve problem

for nurse administrators for quite some time now,

especially in light of the reported nationwide shortages of

qualified registered nurse (RN) replacements. It is

estimated that as of Noveiber 1980, there were 1,615,846

nurses licensed to practice nursing in the United States

(Nurses Today - A Statistical Portrait, 1982); and,

according to a recent USA Today article, by 1995 the total

number needed will exceed 1,829,000 nurses (Johnson, 1986).

Numerous articles and reports have been written about a

propounded national shortage of nurses, citing many reasons

for it, but with little offered as plausible solutions

(AHA's Nursing Commission releases preliminary report on

the shortage, 1981; Alley, 1982; Fralic, 1980; Kernachan,

1982; Park, 1982; State studies seeking causes, cures for

the nursing shortage, 1981; Wandelt, Pierce, & Widdowson,

1981; White, 1980).

According to White (1980, p. 60), TIn terns of

educational preparation, nursinc is the most unusual

occupation in the health care field. b=-ses :a be license,

after two, three, or four years of trainin7; and there is
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little agreement about how the graduates of these programs

differ in their professional competency and duties after

licensing". He further found that young women still want to

be admitted to [nursing] education programs, but that only

one in five or six applicants could be accepted in

California. Furthermore, of the six admitted, five will

graduate, three pass licensing exams, two work as nurses,

and only one work in a hospital. He also concludes "hat

nursing is a troubled profession having problems associated

with identity and morale, licensing controversies,

attrition in educational programs, and reality shock,

leaving the nurses with feelings of helplessness.

Decker, Moore and Sullivan (1982) state that there is a

nationwide shortage, but believe it is not because nursing

schools are not turning out sufficient graduates. They feel

it is due to the fact that up to 40 percent of all

registered nurses (RNs) are simply not working. Hallas

(1980) and Wandelt, Hales, Merwin, Olsson, Pierce, and

Widdowson (19E0) have shown that 32.7 percent and 40

percent [respectively] of th Zc RNs surveyez were not

working in nursing. However, according to the 'National

Leagu: for Nursing statistics, total nursing school

enrollment decreased in .9P by 5.3 ,rcent.

Aiken, Blendon, and Rocers (1981) report tha hospitals

have 'een forced to ci:se operating bed-b,-: n:rce

were unavailable and that tA-e nursing coverage, e.-pecialy
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in intensive care units was dangerously low. The other

critical areas include the operating room and psychiatry.

A few years ago the shortage crisis was thought to be

over (Seybolt, 1983; 1986); however, hospitals across the

nation are again finding it difficult to obtain qualified

nursing personnel to fill their staffing vacancies,

especially in the critical care areas. These vacancies are

thought to br caosed by many factors, -..e., increases in

patient census, critical care needs, and stress; a backfire

in the part time trend; the emphasis on primary care -nd

all RN staffing; a growth in alternative health services;

sagging school enrollments (Nursing Shortage is back, 1986;

RN Shortage Surfaces, 1986); and turnover. Although the

nursing shortage is creating problems for nurse recruiters

in filling staffing vacancies, more studies of the shortage

problem may not be needed; rather, emphasis should be

placed upon redesigning the workplace to keep hospitals

attractive to nurses (Fralic, 1980) and on how to retain

the nurses currently employed (Decker, et al., 19S2;

Weisman, 1982). White (1980) concludes that nursina staff

is a considerable [financial] investment to a hospital, an4

in order to protect this investment, more ermphasis shoula

be placed on why nurses remain with an organization, rather

than on why they leave it.

Turnover (Mobley, 1982) is generally defined as

cessation of membership in an oroanization by en iniiw
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who received monetary compensation from the organization.

It is possible to distinguish between the voluntary

separations (employee-initiated) and the involuntary

separations (organization-initiated, plus death, and

mandatory retirement).

Many different turnover rates are given in the

literature. The nursing turnover range in the civilian

workforce has reported from a low of 30 percent (Duxbury &

Armstrong, 1982) to a high of 200 percent (Wolf, 1981) with

an apparent average of around 60 to 70 percent (Lemler &

Leach, 1986). In 1954, the American Nurses' Association, in

a survey of 311 nonfederal hospitals, found a crude turn-

over rate of 42 percent; a second sample of 428 nonfederal

hospitals, in 1962, showed an increase in the rate to 58

percent (Price, 1981). According to a recent study by the

National Association of Health Care Recruiters [NAHCR]

(June, 1986), of the 204 member hospitals responding, the

national turnover rate for the last three years (1984,

1985, 1986) has been at -F%, with a rance of 2 to 48

percent. The rate in 193. was listed as 30 percent.

As wit-. the turnover rate, nany different associated

costs are also repcrted. The minioal repiaceoent costs are

estioated t, exceed $3,0%0 for the 1 .. est evel eoclcvee

(Eeybcit, 1983; 1986), . Ihi> The averace has been reported

to rar: f r--, S600 to P 5 1: p r nurse :>". r, E" .;

Seytolt & W3lier, 1980) . The NA{R (19 6 ... r
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the national average cost for 1986 at $1,276 per full time

equivalent (FTE), with a range of $0 to $6,211. This figure

has increased by $203 ($1,073) over the 1985 total and $243

($1,033) over the 1984 total. In 1980, the average cost per

FTE was $731.

Brief (1976) and Hoffman (1985) feel these high

turnover costs are due to advertising, recruitment and

selection of nurse replacements; socializing the

replacement in regard to the norms; crientati.n and

training of the replacement; and turnover costs (separation

pay, overtime paid to other employees, loss of efficiency

prior to separation, etc.). In Nurse supply, distribution

and requirements, third report to Congress, 1982, the

California Hospital Association estimated that the net

recruiting costs for attracting a new staff nurse averaged

$7,548 per nurse (Boag, 1983). Mobley (1982) cautions that

these figures (turnover and replacement costs) may be

misleading to the casual observer and should not be

compared with each other unless the methods of computation

are known.

According to Mobley (1982, p. v-vi), employee turnover

is important to organizations, individuals, and society.

For the organization, turnover can h:ave a necative cost

impact in terms of lost recruiting, training, sciliztion

investments, disruption and replacement c>...-,

variety of indirect costs. On the posizive side, turnove<

, pV
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displaces poor performers, creates promotion opportunities,

and brings in new people with new ideas. For the

individual, turnover can positively be associated with the

pursuit of their career objectives or with movement away

from a stressful situation. On the negative side, the

individual may lose nonvested benefits, may disrupt the

family social support system, and can be subject to the

"grass looks greener" phenomenon only to finO later

disillusionment. Finally, from the societal perspective,

turnover may be positive in the mobility and migration of

new industries where an excessive turnover could depress

productivity growth and orderly development. Mowday (1984),

lists additional negative consequences as demoralization of

the coworker, negative public relations, and operational

disruption. He feels organizations should look at who is

leaving, and how easily they can be replaced.

Price (1981) gives three reasons why high nursing turn-

over is important to hospitals: 1) High nursing turnover

seriously complicates the hospital's coal of providing

quality care fcr its patients; 2) creates the lack of

alternate career structures; and 3) causes the geographical I
maldistribution of nurses in the United States.

Hinshaw and Atwood, in Nursing staff turnover, stress,

and satisfa:ction: Models, measures, and management (1983),

list numerous studies in the manacement and nursing

literature that focus on th causes and correlates of

A.
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turnover. A few of these factors include a negative

correlation to job satisfaction; individual characteristics

such as age, mobility, and initial expectations of the job;

organizational characteristics such as leadership patterns,

participation in decision making, integration, and reward

and pay incentives; and an environmental characteristic of

job opportunity. Brief (1976) lists other causes as due to

family reasons, salary, and role conflict. Other studies,

list some of these factors as Opersonal reasons" or

"unavoidable" which may be due to pregnancy and/or marriage

(Bayley. 1981; Catania, 1964; Diamond & Fox, 1958; Gulack,

1983; Lemler & Leach, 1986; Nash, 1966; and Saleh, Lee, &

Prien, 1965).

Essentially, one could assume from the literature, if

nurses are satisfied with their jobs, they should be less

likely to leave them, although, others factors, such as

mobility, may prevent the dissatisfieJ employee from doing

so. Mobley (1982), however, stresses that the best

indicator of turn-ver is the individual's intent to leave,

whether or not the actual cause is known.

Pur: Se

The purpose of this research is to look at the

phenomenon of nursing turnover, from a manaqerial.

perspective, as it relates to U.S. Air Force L;rse Corps

officers, utilizing a esc:riptive desicT.. T-- research uses

a survey entitled "Work Role Design," developed by John W.

*~-~-~* -* ***~% ~ .~* % i
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Seybolt, Ph.D., Professor of Management, University of

Utah. The survey will measure the nurses' levels of

satisfactions and turnover intent, and identify if their

biographic, demographic, and/or professional status has an

impact on either. Results will be used to diagnose and

provide possible solutions to potential problems with

premature nurse turnover. Additionally, this study will

enhance thc body of -nursing knowledge related to nurse

turnover in general. Furthermore, due to the low reported

annual turnover rate in the Air Force Nurse Corps, the

potential exists for the civilian sector to learn from the

Air Force's management techniques.

Problem

As of 30 September 1986, the the United States Air

Force Nurse Corps had 5,124 registered nurses on active

duty, working in either one of the 124 medical treatment

facilities worldwide; or they were assigned to other

locations, where they worked in administration, recruiting,

training, education, flight nursing, etc. (Medical

Programming and Analysis Division, September 1986.)

Currently (as of fiscal year (FY) 1986, October 1985 to

September 1986), in raw data (see Table 1), the Nurse Corps

had 504 nurses turnover (415 seFprations [45 involuntary

and 370 voluntary] and 89 retirements) which equates to an

annual turnover rate of 9.8 percent. This percentaie

equates to 82.3 percent for separations [involuntary - 8.9
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Table 1

USAF Medical Service Separation Analysis
Nurse Corps

By Category

FY 85 FY 86
Cateqory Total Total

Involuntary Separation 54 11.4 45 8.9
Voluntary Separation 342 72.0 370 73.4
Retirements 79 16.6 89 17.7

Total 100.T -M T

End Strength 4931 5124
% Los of end strength 9.63 9.84

By Reason

Reason Total- Total

Involuntary Separation:

Disapproved Ext of Term 9 1.9 8 1.6
Substandard Performance 8 1.7 3 .6
Unfit for Duty 2 .4 - -.-

Court Martial 5 1.1 3 .6
Misconduct -.- 2 .4
Fail Nurse Boards 1 .2 3 .6
Twice Fail Promotion 29 6.1 26 5.1

Total TI5I _T

% Loss of End Strength 1.09 .88

Voluntary Separation:

7 day option 21 4.4 32 6.3
Ended Tour of Service 256 53.9 265 52.6
Attend School - -.- 1 .2
Substandard Performance - -.- 11 2.2
Misconduct - -.- 6 1.2
In Lieu of Court Martial - -.- 2 .4
Pregnancy 46 9.7 28 5.6
Interservice Transfer 1 .2 3 .6
Death -. 2 .4
Miscellaneous 18 3.8 20 3.9

Total 4"-2 T2 _777
I Loss of End Strength 6.94 7.22

Retirement:
79 16.6 89 17.7

1 Loss of End Strength 1.60 1.74

Total Voluntary Separation
and Retirements 421 86.6 459 91.1

Adjusted Voluntary Separation
and Retirement % Loss of
End Strength 8.54 8.96

(Source: USAF Medical Service Separation Analysis, Nurse Corps, 19861

IO
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percent, and voluntary - 73.4 percent]) and 17.7 for

retirements (Source: USAF Medical Service Separation

Analysis, Nurse Corps, 1986).

According to the Chief of Nurse Recruiting,

(Headquarters, USAF Recruiting Service), the cost of

recruiting each nurse was $1,780 for FY 1985; however, when

recruiters salaries and cost of facilities are included,

the total '7ost per nu'se was $4,472. This figure includes

applicant costs (transportation, meals, establishing a case

file, etc.); travel; convention support; audiovisual

expenses; communication expenses; listings; advertisement

(outdoor & periodical); printed products; etc. The chief

cautions that this figure is soft data equated from the

total budget, but may not correlate to the number of

applicants.

Other intangible costs, not included in the recruitment

costs, are for the Nurse Selection Board (three senior

Nurse Corps officers), which meets monthly, in San Antonio

Texas, to select qualified applicants; and, the National

Agency Check ($15.02; Source: Defense InvestiGative

Service, 1986) performed on each selected applicant.

Once selected, other costs (average) include those for:

Military Indoctrination of Medical Service Officers

($3,000), and moving the nurse to their duty location

($5,946) Sc rce: Chief, Nurse Corps Career Manage:ment

Branch, Air Force Military Personnel Center). Orientation

"%N
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of the new nurse averages from 4 to 6 weeks (Source:

Unpublished report, Nurse Internship Program Evaluation,

1985); multiplying the number of hours (160 to 240 hours)

by the average hourly wage of a new nurse ($15.76 [source:

Wright-Patterson Air Force Base, Accounting and Finance

Office]) totals $2,521 to $3,782.

Other costs, difficult to price out include: other

training, i.e., internship and speciality training; the

trainer costs; and the cost of turnover itself (payment of

accrued benefits to end lost productivity of the leavers;

overtime; and staff morale of -he stayers). In addition,

another intangible cost relates to the idea that those

nurses who separate are experienced, while their

replacements normally have little if any experience.

It becomes extremely difficult to determine an exact

total replacement cost, however, taking all the figures

into consideration, the direct costs of replacement may

well exceed $17,000 per nurse, especially if the indirect,

intangible costs are included.

Apparently, the current nursing shortace has not yet

caused the Nurse Corps to fai in meeting itS rectu- ent

goals, as they continually meet them each yesr. zOwever,

according to a U.S. Air Force, Nurse Recruiter for this

local area, certain specialities are given more attention,

i.e., nurse anesthesia, cr~in room nursing, an.

psychiatric nursing.
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Problem Statement

Thus far in the Nurse Corps, the percentage of

voluntary turnover and retirement is 91.1 percent of all

turnover, resulting in an overall turnover rate of 8.96

percent. This small percentage may indicate that a problem

with turnover does not exist. With the current turnover

trends in the civilian sector and the reported increase in

the nursing shortage, the potent'al for this percentage to

increase exists and the needed replacements may not be

available. In light of the high costs associated with

turnover, any change in the rate, plus or minus, of 1/10 of

1 percent can result in either an increased cost or savings

of over $83,000. This potential combines with the high

turnover costs to demand the organizational managers in the

Nurse Corps be prepared to predict turnover, and initiate

methods to correct it.

Therefore, the problem becomes how to identify those

attitudes that tend to cause turnover, and be able to

predict when this turnover will occur, before a major

problem with turnover exists.

wo ~ • i

%%.1



CHAPTER 2

REVIEW OF LITERATURE

To understand the concept of turnover, its causes and

correlates, a review of the literature on turnover, job

satisfaction, and retention was undertaken to study the

impact upon nursing in general. A large volume of research

has been conducted on these concepts and reported on in the

management, nursing, and psychological journals. In

addition, many books have also been written on the topics,

giving thz manager ample opportunity to become well versed

in these complex concepts.

Turnover

It is estimated that between 1,500 and 2,000 publica-

tions, including journal articles, books, monographs,

technical reports, and working papers have been written

about the concept of turnover (Muchinsky & Morrow, 1980).

Muchinsky and Tuttle (1979) summarized 50 years of predic-

tive turnover research in five categories: te:t score

predictors, biodata predictors, personal factors, attitudi-

nal factcrs, and work related factors. Their review

follows:

Test Score Predic:ors: Part of the early attempi

to ore,;c employee turnov r used sta-.dardized tesus
dealing with: personality, interest, intelligence, or
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aptitude. The overall results appear inconclusive.
Biodata Predictors: Specific items used were rarely

stipulated by the researchers; however, the evidence
reported indicates that biodata items can predict
turnover.

Personal Factors: The personal factors included as
predictors of turnover include: age, tenure, family
size, and family responsibility. Almost all studies
report that age is negatively related to turnover. All
studies report that tenure and turnover are inversely
related. The relationship between family size and
turnover is moderated by whether the employee is the
primary or secondary wage earner. The degrees of
responsibility seem positiely related to turnover.

Attitudinal FFctors: Th-e research on attitudinal
factors is the most extensive, and the results most
consistent. Job dissatisfaction is associated with
turnover; showing an inverse relationship.

Work Related Factors: The research on work related
factors of turnover is diverse. Some of these areas
included the work-unit size, task rroetitiveness,
receipt of recognition, and job autonomy.

In another review of the literature, Porter and Steers

(1973) feel that while consideration of the role of overall

satisfaction in the decision to participate is important,

little can be seen as to the roots of the satisfaction.

Just knowing that the employee is dissatisfied and about to

leave tells little about why he or she is dissatisfied or

what can be done to retain him or her. The authors feel

that in order to do so, you must look at the organization

wide factors of: pay and promotion, and the organizati:n's

size. A seccnd set of factors centers around the immediate

work environment, i.e., supervisory style, work-unit size,
and peer group interacticn. The third set of factors deal

with job content, i.e., the overall reaction to the job

Cgeneral level of satisfaction with the tasks acsigned),

task repetitiveness, j>0 autonomy and responsibility

R
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(variety, autonomy, feedback, and task identity), and role

clarity. A fourth set are personal factors, which are

unique to the individual, and include: age, tenure,

similarity with vocational interests, perconality

characteristics, and family considerations. In general, the

decision to participate or to withdraw [turnover] is looked

upon as a balance of the received or potential rewards with

the desired expectation. The authors suggest that the

expressed intention to leave may be *he logical, next step

in employee wi-hdrawal, after experiencing dissatisfaction.

They conclude that more emphasi3 should be placed on the

psychology of the withdrawal process.

High turnover of college graduates was found to be

significantly related to the discrepancies, noted by the

graduates, between their actual job experiences and their

expectations at the time of hiring (Dunnette, Arvey, and

Banas, 1973). Ine authors conclude that college craduates

placed in sit:ations unde r manacers who successfully

utilize and challenge, rather than delimit and stifle their

abilities, tend to be more effective performers c';er t;.e

long run.

The aspect of orcanizationai conmm :t7. as t r

to turnover was st-died by o rter , Cr an-rzn0 an: -i

(1976). Thair resIts showe th at those w- cn

left the organi1_ztion dr>.: :_ .e :X c;i>n,

show a definite decline in t-e n- i te ... t2

*%ft6'& f.~. .



16

actually leaving. They concluded that in the event a marked

decline in commitment starts to occur, it is likely

signaling a voluntary termination in the near future.

Organizational commitment, along with employee rewards

and costs, was addressed by Rusbult and Farrell (1983).

Commitment refers to the idea that the individual employee

will remain with the job and feel psychologically attached

to it, whether or no- it is satislying or not. Job

commitment is said to increase with increases in job

rewaras, decreases in job costs, increases in investment

size and decreases in the alternative quality. "inally, job

commitment directly influences job turnover. In general,

the results of their analysis showed that greater job

rewards and lower job costs induced greater employee

satisfaction, and that greater commitment was encouraged by

hiaher rewards, lower costs, greater investment of

resources, and poorer quality alternatives. It was the

process of change (declining rewards, increasing costs,

divestiture, and improving alternative quality) that 

distinguishes between those who leave or stay with an

orcanization.

Tenure was used as the moderating variable in

decermining the relationship b .t.ween oraanizational

Ic mmtment and turnover (Werbel & Gould, 1984). The

fi: I cs inic:1e that d °ir' the Eirst year of employment,

no relazionshio existed between commitment and turnover. As
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the amount of tenure increased, an inverse relationship

between commitment and turnover becomes more apparent

To identify possible linkages in the satisfaction

turnover relationship, Mobley (1977) introduced his

original, heuristic model of turnover. A simplified version

of the model was tested by Mobley, Horner, and

Hollingsworth (1978), and was found to be valid. They found

that the one singa' significant regression coefficien" with

turnover was intention to quit and that th? effect of job

dissatisfaction was on thinking of quitting and intentions

rather than on turnover itself. Mobley, Griffeth, .*and and

Meglino (1979) proposed a more comprehensive model that

considers organizational, individual, and economic/labor

market determinants of the turnover decision process. They

concluded that their conceptual model calls attention to

the possible main effects of satl -fa ction (present

oriented), the expected utility of the current role (futu-e

oriented), and the expected utility of alternative roles.

Mobley (1982, p. 112 & 113) gave an inter::ret> :e

summary of the research on the causes and ccr re'tes cf

turnover (Table 2).

In a study of female factory wcrkcrs, Kch ana Rhodes

(1981), found that organiz tionaa, n-r, an4 pe S

characteristics are as equally imp-at ;n the e:.:-a---

of turnover. Those variables t:;.t .e.>

relat.-3 to turnover were tenure [negative, -

A .. 
-
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Table 2

Summary of Research

Consistent moderate ononclusive

Labor Level of Inflation
market Unemployent

Orqanizational
variables Pay levels Supervisory style Type of

Industry
work-unit size Organization
Routintzation, task Size

repetitiveness
Autonomy and

responsliblity
Centralization
Integration
Communication

Individual
variables Age Source of Personality

referral
Tenure Family responsi- Sex

bility
Satisfaction Interests Education

with jOb
content

Aptitude and 9rofes-
ability sionalism

Satisfaction- Performance
pay Career expec-

Satisfaction- tations
promotion Absenteeism

Satisfaction-
coworkers

Satisfaction-
supervisor

Satisfaction-
conditions
of work

Expectancy of
finding an
alternative

Integrative
variables Overall Stress

satisfaction
Behavioral

intentions
to quit

Organizational

commit-ment

Source: Mobley (1982), Table 5.5. 'An interpretive summary of research on
causes and correlates of turnover'.
01980 by Addison-Wesley Publishing Company, Inc. Reprinted from Emolovee

Turnover: Causes, Consequences, and lontrol. Reading, massacmusetts: Adoison-
Wesley. p. i12-1.
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(amount of time needed to complete a task) [positive], peer

leadership [positive], communication flow [negative],

training time [negative], family income [negative], and

satisfaction with pay [negative]. Personal factors which

were not significantly related to turnover included age,

tLaining status, educational level, community of origin,

and number in family working. Overall hierarchical

regression indicated that ?ersonal, organizational, and job

characteristics were all of significance, and apart from

the irfluence of family income, there appeared to be little

in the findings that wold differentiate women from men, in

the same setting.

Although turnover from an organization is normally

deemed as negative, to show the converse, Dalton and Todor

(1979 & 1982) examined the positive aspects of the turnover

process. They found that, for t-e organization, turnover

costs may be misrepresented beca 3e of a failure to account

for the benefits as wel as the costs of turnover.

Econo-icailv, i: was suca-e.2: eoJ that mrobihi':y and miorazion

are essential for "cng term With the socioncc

asrec" s, mobiWJ t aids n te s,=:al - chn

a S c e nt s bir 2 a ' ae 0.

c Z r.t c = 7-, 1'iv S .7' ii n -C , . . ..--t- = 7D

t C e

t i. ~o rt , n.-
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initial job selection process.

This aspect of positive turnover was furthered by

Abelson and Baysinger (1984) when they looked at optimal

versus dysfunctional turnover. They feel that if employee

performance is high, turnover is considered dysfunctional;

the converse is also true, if performance is low, turnover

would be functional. The optimum level is dependent upon

the performance of the individual along with the costs of

turnover/retentio, behavior.

The role of performance upon turnover is examined by

Dreher (1982). In his search of the limited research on

perfor~mance and turnover, he found, in the acade.ic

theater, high performers had a higher tendency to leave the

organization. In the nonacademic setting, there were

contradictory results. From his study of a large national

oil company, he concluded that there was no indication that

the high performers left more often; however, he found that

stayers were being promoted at a faster rate than leavers.

In summary, employee turnover remains a frequently

researched phenomenon, where one factor, job satisfaction,

has consis tently, even if not strongly, shown an inverse

relationship. However, 'lust knowing that the employee is

dissatisfied and about to leave the orcanizaticn telis

L_* e about why the e-clojee is dissatis'ied. The best

i :r of ier i- turnover is the em oye's e'

bei~vral intentions to qiit. Other consistent fisdin-s

~ V .~\. 1 ~ .~V~%V t~f f~f/..\"~ %?%.. A \~. ~ .. '-. - - -. .*.' ..
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have dealt with pay levels, age, tenure, satisfaction with

job content, and organizational commitment. Additional

findings, presented in the literature, but not as

consistent are supervisory style, work-unit size,

routinization, autonomy and responsibility, centralization,

integratinn, communication, family responsibilities,

interests, aptitude and ability, satisfaction with pay,

promoticn, coworkers, supervisor, and conditions of work,

and expectancy of finding a quality alternative.

Job Satisfsction

No discussion of turnover iz complete without some

mention of joo satisfaction, especially due to the overall,

consistent, inverse relationship between the two. Locke

(1969) estimated that as of 1969, over 4,000 articles may

have been written on job satisfaction; Gruneberg (1979)

suggests that the number is higher due to the considerable

numcer of publications on the topic each year. Work in the

field of job satisfaction began in the 1920s; however, the

first intensive study was published by Ho:pock in 1935

(Locke, 1976).
"any definitons are 'ven fo r ob satisfaction,

incujding Locke's (W69, . 1,C) glot, definition in "What

is Saris~actioi" :

T 0 a-is.ai n is .. < e~zrai- - >:onai state
_ -; :;eot.:i.L-,oe -

,r 'ac ...... ti . --e ., of on, s ob valuec.
stat ing f -" ion ti un ..all.... emotion-al
sta3te re=su!>iig fromn the appraisal of one's job as

I-
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frustrating or blocking the attainment of one's job
values or as entailing disvalues. Job satisfaction and
dissatisfaction are a function of the perceived
relationship between what one wants from one's job and
what one perceives it as offering or entailing.

He further states (p. 330):

A job is not an entity, but an abstraction
referring to a combination of tasks performed by an
individual in a certain physical and social context for
financial (and other) remuneration. Since a job is not
perceived or experienced as such, it cannot initially
be evaluated as a single unit. Overall job satisfaction
.s the sum of the evaluations of the discriminating
elements of which the job is composed.

In 1976 (p. 1307), he refines the definition to:

Job satisfaction results from the perception that
one's job fulfills or allows the fulfillment of one's
important job values, providing and to the degree that
those values are congruent with one's needs.

Smith, Kendall, and Hulin (1969, p. 6) simply define job

satisfaction as "the feelings a worker has about his job."

The traditional theory of job satisfaction (Ewen,

Hulin, Smith, & Locke, 1966) presents the idea of a linear

relationship of satisfaction, i.e., if the presence of one

variable in the work situation leads to job satisfaction,

then its absence will lead to job dissatisfaction, and vice

versa. These factors could be identified as "intrinsic"

(internal to the individual), or "extrinsic" (externally

associated with the job).

Two content theories have dominated the literature in

an attempt to specify the particular needs that must be

satisfied or the values that must be at-ainea for En

individual to be satisfied with his or her job: Maslow's
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Need Hierarchy theory and Herzberg's M~tivation-Hygiene

theory.

Maslow's theory (Maslow, 1954) asserts that man has

five basic categories of needs: physiological needs,

including food, water, air, etc.; safety needs, including

freedom from physical threats and harm as well as economic

security; belongingness and love needs; esteem needs of two

types: the need for mastery and achievement, and tie need

for recognition and approval of others; and the need for

self-actualization, which is defined as "the capability to

become everything one is capable of becoming." The theory

states that these needs are arranged in a hierarchy, and

that the lower level needs, i.e., physiological, must be

fulfilled before one can meet the higher level, intrinsic

needs.

Herzberg, (1959; 1966a; 1966b) developed his famous

Motivation-Hygiene, or two factor theory, where he classed

certain factors as either pctentially motivating or

hygienic. The mnctivating factors were: achievement,

recognition, the work itself, re r-onsibility, advancement,

ane; growth; all of which, he felt led to ex treme

satisfaction. His hygiene factors included: company oolicy

and administration, supervision, the relationship with the

supervisor, ork conditions, salary, the relationship w.th

p ors, pezr.i . ife, the re' :- nship with subordi

status, and security; which 1,z to extreme dissa-is-

-VV. v*k'"'V v C d'J'W N V
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faction. He differed from the classical theory in that he

believed that the motivators caused job satisfaction, and

without them, instead of the person becoming dissatisfied,

he or she was just "not satisfied." With the hygiene

factors, if not met, the person would be dissatisfied;

however, when met, this did not lead to satisfaction, it

just meant that the person was not "dissatisfied." The

justificatio. for Herzberg's theory came from the belief

that man has two sets of needs, physical and psychological

growth. The physical needs motivate according to a

pain-avoidance principle; i.e., when frustrated they

produce discomfort; when fulfilled, produce relief from the

discomfort, but no positive pleasure. The attainment of

psychological growth needs brings pleasure, but the failure

to grow does not bring displeasure.

Gender differences in job satisfaction have been

reported in the literature. Hulin and Smith (1964), in

their research of the existing literature found that hiaher

job levels and higher wages generally contributed to hicher

job satisfaction and that these job levels ano waces were

more often held by males. Their stud'y shcwed that females

did seem to have a lower level of job satisfaction than

their male counterp:arts; however, they felt (z. £2 that

the "gender" was not the crucial factor, "I- is, rather,

the entire constellation cf vari~bles whch

covary with gender; for example, pay, job le;-', oe
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opportunities, societal norms, etc., that is likely causing

the differences in job satisfaction." Hulin and Smith

(1965) also countered Herzberg's theory, by developing a

linear model of job satisfaction. In their research of five

separate areas of worker's job satisfaction (satisfaction

with: work, pay, promotion opportunities, coworkers, and

supervisors) and si- independent variables (age, tenure on

the job, tenure with the company, jcb level, szlar', and

salary desired minus salary reccived), they found that fir

predicting job satisfaction, the work itself and pay seemed

to be the best. .

Research has also been done on why people work. Vroom J

(1964) found that the reason can best be explained in terms

of job availability and the worker's preference between

working and not working. His expectancy theory suggests

that the worker's behavior is due not only to his

preference, but also to a likelihood that a particular act

will be followed by a particular outcome. He feels that it

is important to distinguish between the valence of an

outcome (anticipated satisfaction) and its value (actual

satisfaction). For a work role to be satisfying, it must

provide high pay, substantial promotional opportunities,

considerate and participative supervision, an opportunity

tz interact with one's peers, varie, duties, and a high

deree of control o- er work methods anw rk nace.

Some of the mc*t com-pr. hensive work on Job satisfaction

on jobsat~sactio
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was carried out by Smith, Kendall, and Hulin (1969) with

the development of the Job Description Index (JDI)

(Seybolt, 1976). Their main concern was with the five

facets of job satisfaction: satisfaction with pay,

coworkers, promotions, supervision, and the work itself.

In order to establish proper conditions for internal

work motivation, a job must: 1) allow workers to feel

personally responsible for an identifiable and meaningful

portion of the work, 2) provide work outcomes. which are

intrinsically meaningful or otherwise experienced as

worthwhile, and 3) provide feedback absut performance

effectiveness (Hackman & Lawler, 1971). The harder and

better an individual works on such a job, the more

opportunities he or she will have to experience higher

order need satisfactions and the the more incentive he or

she will have for continued effective performance.

Herzberg's job satisfaction technique has been used in

numerous studies. Atchison and Lefferts (1973) studie6 the

turnover of Air Force pilots, and found that although

Herzberg's technique calls for an individual interview, if

the motivational factors were put into a Likert scale,

predictions could have been possible. They also found that

there were no sicnificant differences between leavers an5

stayers when using the interview method. Karo and Nickson

(1973) also tes -3 Herz'oerg's thesr.' -..- oc the

black working poor. They were able to a s!3ci3C theC

4 Z _
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motivational factors with the satisfying experiences

significantly more than with dissatisfying experiences, and

were also able to associate hygienic factors significantly

more with dissatisfying experiences than satisfying ones

(Herzberg's theory). They concluded that they were able to

indicate how much satisfaction and dissatisfaction was

perceived; however, they could not tell to what extent it

disturbed the individual.

The level of education has also been examincd as it

relates to higher individual expectations. Seybolt (1976)

felt that if the job and work organization do not meet the

expectations of the highly educated individual, the

individual will be less satisfied than the individual with

lower education in a similar job. However, the individual

with lower education, and therefore lower expectations,

will be more satisfied when the lower expectations are met

and will be less satisfied than the more highly educated

individual in a job which offers more than what is

expected.

In summary, job satisfaction has been studied

extensively. Locke (1976) defined job satisfaction as the

perception that one's job fulfills or allows the

fulfillment of important job values, to the degree that the

values are congruent to his or hef needs.

The traditional theory (rweu Hulin, Smith, & Locke,

1966) simply states that if variables in the job lead to
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satisfaction, then the absence of those variables will lead

to dissatisfaction. These factors may be intrinsic or

extrinsic. Two content theories have dominated the

literature: 1) Maslow's hierarchy of needs theory (Maslow,

1954), where lower level needs must be satisfied before the

individual can progress to the fulfillment of higher level

needs; and 2) Herzberg's dual factor "motivation-hygiene"

theory (Herzberg, et al., 1959, 1966a, & 1966b), where

motivators (intrinsic), when present, lead to satisfaction,

and if not present, simply mean that the person is not

satisfied, and hygiene factors (extrinsic), if not present

lead to job dissatisfaction, and if present, simply mean

that the person is not dissatisfied.

Hulin and Smith (1964) explored other factors in order

to explain job satisfaction. They found that gender led to

lower levels of job satisfaction in females, and that when

the satisfaction of pay, promotion opportunity, coworkers,

and supervisors are associated with age, tenure, job level,

and salary, the work itself and p=y seem to be the best

predictors. Vroom (1964) used the expecta-ncy theory to

explain job satisfaction, i.e., t*-h wor-:er's behavior -S

due not only to preference, but also to the likelihood that

a particular act will be followed by a pafticular outcoe.

Hackman and La.;ier (1971) introduced the job motivati naI

factors of I) reSonibiitV for h yo, ) meaningfu

work, and 3) feehack. Rerzberg's thecry was tested by
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Atchison and Lefferts (1972), and Karp and Nickson (1973)

in which they were unable to validate the theory. Seybolt

(1976) found that the individual's level of education will

influence the individual's expectations as related to pay,

job variety, and work complexity.

Job Satisfaction Studies

In Nursing

Many studies are also presert in the literature that

relate specifically to nursing. The reported causes have

varied from study to study, with many combining the factors

of satisfaction. Hinshaw and Atwood (1983), in their

extensive review of satisfaction literature found that the

research [in health care settings] result-s did not convey

consensus regarding a single, most predicti-.e theoretical

model, and the industrial studies reviewed have untested

generalizability to health care workers. They felt:

Much of the literature is theoretical in nature,
advancing substantive recommendations without
presenting data to evaluate nursing staff, cost, or
client outcomes. Such an evaluation process is crucial
for a practice profession that needs not only to
identify factors that influence the delivery of care,
but is also accountable for manipulating those factors
and instituting strategies to counter negative
conseqaences, e.g., high voluntary staff turnover.

The first published study of job satisfaction in

nursing was conducted by Nahm (1940). She found that

overall, nurses had a high degre2 of satisfaction (60

percent). in ceneral, she d:teinei that the most

important factors differentiating satisfied and

VV,%
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dissatisfied nurses were: interest in the work, general

adjustment of the individual, relationships with superior

officers, family and social relationships, hours of work,

income, and opportunities to advance and attain ambitions.

Pickens and Tayback (1957), also found high levels of

satisfaction associated with working hours, security,

promotions, supervision, and coworkers; and low levels of

satisfaction with opportunities for promotion, sal.ry-, and

non-nursing (clerical) duties.

In studying attitudes, Anderson and Haag (1963)

identified certain differences in attitudes based on sex,

age, and type of work. They found that 1) women are

generally more conservative in their opinions than men, 2)

older workers seem to be more satisfied with their

supervisors and more content with their jobs, and 3)

persons holding lower level jobs are concerned more with

the quality of immediate supervision. Seybolt and Walker

(1980) and Walker and Madsen (1981) also studied attitudes

and found that almost one-half the nurses responding felt

that the level of stress was unfavorable.

National surveys of nurse have been used to deermine

what is causing satisfaction and/or dissatisf=.ction.

Godfrey (1975) in a studv on working conditions, -s-owed

that nurses essentially liked the work they di- but also

had sc:. z:es at, .ut their > . -e f .C..

appreciate were: interestir.g work, enoh authority anc3

* -
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responsibility to get the job done right, congenial

associates, and job security. The most frequent complaints

were: inadequate staffing, low salaries, the working hours

and shifts, and the physical working conditions. In another

national study, Godfrey (1977, 1978a, 1978b, 1978c) found

those factors that were listed as major satisfiers were:

helping people, intellectual challenge, and enjoying the

work. Of minima" importance were: financial security and

prestige. The major dissatisfiers were: ursafe practices,

poor leadership, and communications breakdown. What nurses

want from their jobs are: opportunity for professional

growth, choice of hours worked, supportive administration,

and adequate staffing. Females found the intrinsic

satisfier of bedside nursing more important; while males

found the extrinsic satisfiers of pay and security more

important. Donovan (1980), in another national survey found

similar results. Munro (1982, 1983) also used a national

sample, to investigate the correlates of job satisfaction

among recent graduates of nursing programs and to determine

how those factors compared with those identified by

Herzberg. Of the six motivators identified by Herzberg,

five were included in this analysis (achievement, work

itself, responsibility, advancement, and growth). Overall,

nurses were most satisfied with the intrinsic portions of

their job. They were the least satisfied with workingz

conditions, pay, opportunities for promotion and

4.. P,
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advancement, fringe benefits, and their supervisors.

These results are similar to Benton and White (1972),

where the nurses indicated those factors of greatest

importance to be safety, security, social, esteem, and

self-actualization factors. The factors having least

importance were pay and personnel policies. They concluded

that the greater the importance of a factor to the nurse,

the more it is expected to be provided; if not provided,

the greater the level of dissatisfaction, and the less

likely they will give maximum performance. Lysaught (1972)

contends that unless there are changes in the intrinsic and

extrinsic reward systems for nurses, it is likely that they

[the nurses] will find it difficult to meet their lower

level needs for security.

In studies of job satisfaction patterns of nurses

relative to other health care workers in the same hospital,

and among nurses in different hospitals, Imparato (1972)

found, within the same hospital, nurses were clearly more

satisfied with supervisico., cay, opport'i for

prcmotion. Between hospitals, nurses in the urban areas

were significantly less satisfi with the: work itself than

those nurses in the suburban hcspi:als. Sanger, Richardson,

and Larson (195) sirvey,-d Lt nursing units, s:iilar in

most res- scts, exoe-t t;-at rne i ha, a low- r turnovCr

rate than the other. The r-: <cDwe -1 at " : -" che

job, a e , lenoth of employment, no c shif we r ,e p .>>-
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of job satisfaction. In addition, the unit with lower

turnover scored higher in the mean scores of satisfactioi.

In other multiple hospital studies, Everly and Falcione

(1976), found that job satisfaction was due in part to the

relationship orientation, internal work rewards, external

work rewards, and administrative policies. Beyers, Millner,

Byre, and Whitehead (1983), cite that most studies of nurse

job satisfaction in'icate that salaries and fringe benecits

are less important to RNs than other factors, but th-.t

compensation is indirectly related to both satisfaction and

the 1?ngth of time an RN remains in a position. E veral

factors have been shown to re"ate to RN job satisfaction:

the way nursing care is structured in a hospital, working

conditions, commitment to the organizati n, opportunities

for promotion, and the pcessires of the work.

Other factors affecting job satis faction, ran-ei fro;

hi .hest to lowest, are achievement, intercersonal

relations, wo-k itself, pOiiCy and adinistaticnt _ c

responsibility, supervision - technical, sl=ar-y, workinc

conditions, recogntion, a.n advancte-ent (3ces:, 1)

This stiv,, also showed that re Sit ef r.:r S co nC

perc_?ive the factors that influence the-

with the sane relative i.cotas 7nV Ct f

of workers. The3e resuits are simil- t; Feld . 17

where nurses sco d co -: . on --, - _ c

satisfacti- : when conralared c et. i n-
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In two of the few studies of military nurses, Nichols

(1971; 1974) found five aspects of the job that were

identified as both, most important, and most satisfying to

U. S. Army nurses: challenge in the job, working

relationships with coworkers, type of clinical work,

periodic increases in salary, and amount of salary. Twc

items also considered most important, but not as

satisfying, were independence in making profe~sional

decisions and assignment according to preference. Rated

important but especially dissatisfying were: impartial

treatment of employees, quality of supervision, opportunity

to voice opinions at work, and information regarding the

evaluation of work. This study has shown that registered

nurses do not perceive the factors that influence their job

satis .ction with the same relative importance. Campbell

(1985), in a 1984 survey of U. S. Air Force nurses, found,

in general, they were highly satisfied. Of those

responding, mental health nurses report the lowest

satisfactioni, while the environmental health nurses,

Tde. , and nurze administrators report the hiahest.

ursing students and new graduates are often the

cu!J-ecs in satisfaction research. Burton and Burton

(198 Z, s tudyin the job expectations of e ncf nursin

. s ,fts found t1,I in order for hospit t-, attract and

< L.- alified nur-.7 7 .. ;. iduates, nurse a :' - z ra: c '.. j

w;r toward incr'asin , tan2Ib1e and i n n i be rewar

¢%¢ . " ,_ -,-" %- ."€ o € * ."€ . € . .".'' -.'.'''- " '.'€'. .'." " ' ''.4' .

. . . .. . . - ~* .\ _ .... \
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offered. Better pay and benefits, a friendly and supportive

working atmosphere, participation in decision making, and a

high quality clinical care program can help close the gap

between the student's expectations and the reality of their

first job. Cronin-Stubbs (1977), in a study of new nursing

graduates, found a prevalence of extrinsic factors

(inadequate staffing, the work pace, interpersonal

relp:ions with subordinates) as dissatis~iers, which seemed

to make the work environment an important cactor to the new

nurse. The other dissatisfi~rs involved other workers, the

competence of coworkers, and thc relationships with

subordinates. Successful completion of tasks (achiievement)

and acts of notice and praise (recognition) were important

sources of job satisfaction for the new graduate.

It has also been argued that many aspects of role

stress are attributed to underutilization of nurses'

education (Brief, 1976'. This undertilization lead- to

one's role expectations beinz un;.et and the resu1tina job

dissatisfaction inflaences the high rate of in a-ivitv

among nurses.

Director's cf Nursinq have als cve :-..r

the importance of job sat- : .on :

Oliver, 1977). Job satisfacticn fn-:s ise. .

frequent were: a ,1ieve.nt, e ,

i ri ta t o ei = ;r p:- ezc r: s naI,
factors cf disoa s or -I
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work itself, achievement, interpersonal relations,

supervision - technical, and hospital policy. Similar

results are reported by Grivest (1958), who found the most

significant factors affecting satisfaction were in the area

of human relations (communications, personal relations,

supervisory techniques, and status recognition.

Supervision is another area than is often blamed for

causing low levels of satisfaction. R-zell (1977), looked

at the influence the head nurse has on tha staff nurses'

satisfaction. The most important result of the study was

the fact that the greater the influence of head nurses

experienced by staff nurses, the less need satisfaction the

staff nurses felt. On the other hand, the greater the

satisfaction of the staff nurses, the smaller the influence

of head nurses. Similar results were also reported by

Duxbury, Armstrong, Drew, and Henly (19C4) in that staff

nurses had lower satisfaction levels when their head nurses

had high structure - low consideration.

In developing an instrument for measuring nurses'
sat sfaction with their work sitation, Slavitt, Stamps,

?iedmont, and Haase (1978, 1979; Stamps, Piedrmont, Slavitt,

& Haase, 1979) used pay, au-:nomy, task requirements,

organizational requirements, interaction, and job prestigce./

status as their tepresentatie factors. They foun. that

super -:_ . wer- thc Fcst srzi zf1d, as were nurses on

special car- units. R! educa:ion level, Diploma nutr's wr-
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more satisfied than the Licensed Practical nurses or nurses

with bachelor's or associate degrees. Nurses with greater

than 7 years experience generally were more satisfied,

while the satisfaction levels were low for the first year,

and then increased after 7 to 10 years. Those less than 20

years old had moderate satisfaction levels, which dropped

in the 20 to 29 age group, and then increased. The nurses

on the night shift had higher satisfaction scores than the

nurses on the day shift, and there was essentially no

Jifferences between those who worked full-time or part-

time. The findings are similar in Hall, VonEndt, and Parker

(1981), who found, in general, the most satisfied employees

were those who had been in the organization less than 1

year or more than 5 years. Those employed between 1 and 5

years were especially dissatisfied on the dimension of pay

and job prestige.

Dissatisfaction with the job also carried over to the

nursing profession. Ginzberg, Patray, Ostow, and Brann,

(1932) found that one-third of the respondents they

surv_=-e rezorte5 substan:ial dissatisfaction with their

joc, and an even higher pro crion (one- U!I) hed a

neaative vie-, o f n:rsino as a S c Oen. n one in five

ex-rfssed s- 3o'>- satisf ac:ion wit: both -oh and car &-

When a S - PI 49 cercent sa14 t i -y ; 7ac t o 6o over

.. .n: c : 4 .... , t. L- C:. d nOt

avise D Lo en.-r nr.-si n. A lack of Wsoney wns
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listed as the number one cause, second was recognition for

the quality of care provided, hours and scheduling ranked

third, fourth was a combination of the first two causes

(too much responsibility for toe little monetary return),

and last cited was stress.

Larson, Lee, Brown, and Shorr (1994) discussed the

relationship between the level of job satisfaction and the

respondent's job expectFtions and 4.mpotance placed on the

work situation. They found that high levels of job

satisfaction were related to professional issues such as

!earning, whereas factors with which employees were least

satisfied were related to employment issues such as salary

and staffing. Additionally, they found that all

satisfaction variables were significantly predicted by

respondents' job expectations and the importance they

placed on working conditions.

Significant satisfaction studies, conducted in other

countries, show many similar results. Kelly (1985) surveyed

nurses In England as to their levels of satisfaction. She

-ound that age and tenure were important factors; not only

were older nurses were more satisfied, so were nurses who

had great-er than 10 years tenu-e. Nurses in the intensive

care units were most satiscied, while nurses in psychiatry

were the most dissatisfied. Nur ses were the MoSt

.: i::ie w with Po . iuesr> (s196), in a study of

nurse , fo fiv e bospi a3 in 4 :itish Columbia, f L ha- - e u-- - o tha
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along the hierarchical levels of position, assistant

directors were the most satisfied, followed by directors of

nursing, head nurses, supervisors, and staff nurses.

Simpson also found that all levels are reporting dissatis-

faction with their work and work environment. Herzberg's '

five motivating factors (achievement, recognition, work

itself, responsibility, and advancement) were also reported

as diss tisfiers. Nurses at all levels reported dissatis-

faction with the hygiene factors of company policy,

supervision, salary, interpersonal relations, and working

condi- ions.

In summary, numerous studies have been published on

nursing satisfaction, the earliest in 1940 (Nahm); however,

despite all the work, no one clear causative factor has

been identified. In essence, the early studies reported

high levels of satisfaction associated with nursing in

general, and lower levels associated with some of t--

extrinsic factors associated with the job.

This trend has continued throughout the years, with

those factors leading to satisfaction related to

intereszing work, authority and responsr.Di ity, self-

actualization, social, an ov r al secur;t v Factors

leading to dissatisfaci:on were those related to the

working conditions, staffing: wy,cr h>urs, unsafe

ce, roor !ea E-shic C 7 c CC;un] : is, and the

physicaI con.di tions. Gender differences ha;e bcen reported;

We

V.'
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however, no definite conclusions were reached. In addition,

it has been suggested that nurses do not perceive the

factors that influence their satisfaction with the same

importance as other categories of workers, and in

comparison, score lower on the satisfaction scales.

There have been some differences reported in relation

to the hierarchial structures in nursing. New graduates

be-in highly satisfied with nursing, but then this level

drops during the staff nurse years. As the nurse moves up

the hierarchial ladder, satisfaction levels increase. Even

if the nurse do2s not move up the ladder, the research has

shown that the satisfaction increases with the nurse's age

and tenure with the organization.

Job Turnover Studies

In Nursina

Reviews of the literature on nursing turnover research

prior to 1958, found that two-thirds of the resignations by

staff nurses were motivated by personal reasons, such as:

marriage, pregnancy, husband's plans, or education=l plans.

The rei.aining one-third were motivated by factors relating

to the job: salaries, hours of work, workload, general

personnel policies, job security, opportanities fcr

advancement, and relationships between super:isors anf

staff nurses (Diamond & Fox, 1953). Other reviews by

Redfern (1978) showed the same findings.

Research during the next twenty years (;1f:, IS 3)
IJ

ii
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found similar results. In general, the primary causes for

turnover consisted of problems related to 1) the employee

(unrealistic job expectations, additional responsibilities

outside of the workplace, and inadequate preparation for

the job), 2) the work division and responsibility

(unreasonable amounts of pressure on the job because of too

much work, an inadequately prepared staff, too little

staff, reassignment to unfamiliar units, and a poor -iatch

between the worker and the job), 3) supervision and

coordination (dissatisfied with supervisors as technically

competent, lack of leadership, lack of support, failure to

follow through with problems, not available when needed,

and abuse of authority), and 4) the administrative system

(salary, lack of nursing autonomy and professional

recognition, and lack of opportunity for advancement except

through administrative positions).

Other factors have also been given for nurse turnover.

Levine (1957) found that professional nurses, in comparison

to female factory workers, had a turnover rate twice as

high. Saleh, Lee, and Prien (1965) found that nurses share

with other wom-_n the conflict between the role of bein- a

wife or a mother and the role of having a career. Th.ey f

that these characteristics may have as much of an i7,ac-

uoo' turnover 'well as those related to the job. %:i'z-

( T) found tht the leavers .<- more dissatisfi< :

the stayers; however, not to a hio2 ce:ee. e also rnd

%N. V-'A0
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that pay, the immediate working group, and fatigue were not

factors of concern for either the leavers or stayers. Those

that did matter were supervision, communication, and

training. For all groups, the stayers were favorable to the

working conditions, while the leavers were not. Friss

(1982) identified the demographic factors that affect the

propensity to leave. Those that can affect the decision to

stay c- leave are age, tenure, retirement benefits,

geographic location, family ties, economic factors in the

community, and the importance the individual places on

these variables.

The length of tenure has been shown to relate to

turnover in nurses. Catania (1964) found that 45.7 percent

of the nurses in a study, resigned after less than 1 year

of employment. However, the main reason given for the

resignations was employment elsewhere followed by moving

out of the city, pregnancy, and home responsibilities.

Dissatisfaction with working conditions was also listed,

but not as a reason for turnover. This suggested that

although the nurses were dissatisfied, the dissatisfacticn

was not sufficient to cause turnover. Those pe-son:i

reasons were also a factor found by Hehli.' and Kosr

(1971), Ezrati (1984), Gulack (1983), L e an 

(1986), Moore et al. (1981), Nash (19cc), Rern (!97)

Ruffing et al. (1984), an, Wois an e- al.'

Role clarity was foind to be p:L I l t

Loci; r, r.
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satisfaction and negatively to job tension (if a nurse was

clear about the duties and demands of her job, she was more

satisfied with her job and felt less tension) (Lyons,

1970a, 1970b). Lyons also found turnover to be related to

dissatisfaction with the workplace, dissatisfaction with

the job, too much work to do, the amount of work

interfering with the quality, unclear rules and

regulations, and unclear limits of authority.

In a survey of 94 staff nurses who had resigned their

positions, McCloskey (1974) found that the psychological

rewards were more important than safety or social rewards

in keeping nurses on the job. Younger nurses had the

highest turnover, while marriage, spouse's salary, higher

pay, and education did not influence turnover. She found

that extrinsic factors were important for attracting t:;e

nurse to the workplace; however, intrinsic factors kept

t'em employed. In other research (1975) McCloskey outlined

the factors that caused nurses to leave jobs as: a move to

a new area, a dissatisfying job, an increase of benefits

elsewhere, the distance they lived from the hospital, their

personal reasons, a pregnarncy, an opportunity to travel, to

go to school, to gain a promotion, to try other areas of

nursing, an illness, to retire, to leave nursing, and

because of poor transportation.

erv sory attrib t B wre use to in-=:... ta e

relationships of heac' n '. leadership beavior and

N %
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social power variables with staff member's job tension,

performance, and terminations. Inverse relationships were

found between leader's behavior and the member's tension

and terminations (Sheridan & Vredenburgh, 1978).

Kramer (1974) stated in her book Reality Shock, "If an

individual is happy in his work and feels he is making a

contribution, he will stay in his job longer than someone

who is not" (p. 109). This acpect relates highly to the

relationship of turnover to job sutisfactio:.

in another study, strongly related to satisfaction,

Seybolt, Pavett, and Walke (1978) used the expectancy

theory as their model to explain turnover. They found that

the satisfaction level for leavers was significantly lower

than the stayers in terms of overall satisfaction,

satisfaction with supervision, satisfaction with the

opportunity to use one's abilities, and satisfaction with

the freedom from tension and pressure. They also found, in

terms of performance, that sce=rvisors indicated that the

stayers were better performers than the leavers; however,

using specific measures of perf-rrance, there was no

difference. In terms cf motivation, the leavers ha a lcwer

level, perceived through a feeling that performinc well wa3

not as related to obtaining valued out:co:es or re.r:s.

Lowery and Jacobsen (1984 found simiar results in :e-rC3

to p er orman .

Duxbury and Thiessen ( 7, ;'7, at tt-re

S,
\n
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patterns in Neonatal Intensive Care Units, and compared

them with adult Intensive Care Units and General Infant

Care Units. They found that the pattern of turnover was

identical for all types of units, and that the rate was

generally equal, thus indicating that unit assigned had

little impact on actual turnover.

Hallas (1980) found that nurses were leaving because of

increased demands resulting in less patient contact; a lack

of unity, insecurity, and poor leadership; and low wages.

She cited the three major problems to be inadequate

staffing, poor communications, and poor administration.

Weisman, Dear, Alexander, and Chase (1981), Weisman,

Alexander, and Chase (1081), and Dear, Weisman, Alexander,

and Chase (1982) found that turnover could be predicted by

both personal attributes and job related attributes at

various stages. The job attributes shown to influence

turnover were autonomy, job satisfaction, intent to leave,

and tenure.

When researchers attempted to find reasons, different

from the -ersonal factors (transfer of a spouse or

pregnancy), job related factors were identified as the

~.$ or reasons for turnover. Need for a change, linked to

insufficient cha!lenge, was the n.imber one eason. The

other factzc n "r e unsatis-ac' o ry shifts, perceiz--7

2naoility to -.vide safe oat1-n care, and inabilii; vo

effect change in policies (Mooe, ?2tc, & M0ns.a, 19S).

-. ctcag
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Bayley (1981) reported similar results.

Price and Mueller (1981a; 1981b), found that intent to

stay, a dimension of commitment, had the largest total

impact on turnover. Opportunity was the second most

important determinant. General training (educational level)

was third. Job satisfaction was found to have no

significant net influence. The remaining determinants (pay,

k'iship responsibility, routiniz-tion, instrumental

communication, promotional opportunity, and participation)

had a total effect too small to be meaningful, or had no

effects at all (integration, di.: ;ributive justice, and

professionalism). Length of service (tenure), although not

a theoretical construct, was found to have a strong

significant net influence on intent to stay, but not on

turnover or job satisfaction.

Hom, Griffeth, and Sellaro (1984) tested the validity

of Mobley's (1977) model of turnover behavior. Although

they found some problems in Mobley's model, they did

determine that :,any quitting nurses may leave without

having first accui-ed al-arntive jozs. T hEs

alternatives after resi.:nin, b..t mae this dc_ 31-

to their actual exit frcm the orcanizai-r., .

explain the direct turnover e ..fec: c Of....

Because of the short s;:lppl of nrses, t'... car: ao;

be temporarily jo'less whe: t',-

The results of a sti"dy z". .:*;; :_ K9 -

L , z .
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failed to support Todor and Dalton's hypothesis concerning

the use of internal transfers as a substitute for turnover.

They found that nurses who accepted transfers during their

research period and -hose who terminated had no significant

differences in job satisfaction from those who stayed on

the job.

In summary, like satisfaction, numerous studies on

turnover in nursing hav been coneucted; however, as with

satisfaction, no one main causative facto, is given. In

many of the studies, turnover was motivated by personal

reasons, such as marriage, pregnancy, husband' plans, or

educational plans. Other studies listed the causes as due

to factors relating to the job: salaries, hours of work,

general personnel policies, job security, opportunities for

advancement, and relationships between supervisors and

other staff nurses. Satisfaction has also been linked to

turnover; however, it alone has not been shown as a strong

caus-tive factor.

The nurse's age an- lenoth of tenure, while not a

cause, have been shown to re:>te to turnover. This link to

tencre seems to create a vicious cycle in that as nurses

turnover, they afe replaced .:th new nurses (many times the

younger, new graduates), who are in turn, at a higher ris-

for t~irnover (Weisman et al., 1981).

<;- t .cies have ate~.teo to link the cender to the

pro 1:i- cT tirnover. Since the majority c' nur::-s ar.e

,.. ~A 4Lt .
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female, it is felt that they share the same problems that

other women do in the conflict between the role of being a

wife or a mother, and the role of having a career.

Dissatisfaction with the workplace, with the job, and

too much work have also been listed as possible correlates

to turnovcr. Kramer (1974) found that if an individual is

happy with his or her work and feels he or she is making a

contribu ion, he or she will stay at his or her job longer.

Psychological rewards were more important than safety

or social rewards. In addition, the extrinsic factors have

been found important in attracting the nurse to the

workplace, but had little value in keeping them there. High

turnover has been shown to be related to dissatisfaction of

the intrinsic factors.
vp •

Wolf (1981) concluded that the primary causes of

turnover consisted of problems related to 1) the employee,

2) the work division and responsibility, 3) supervision and

coordination, and 4) the administrative system. Price and

Mueller (198) found that the intent to stay had the

greatest im-act on turnover and tiat -cb Saticfaction had

no net influence.

e t e.- n t :e r r

Re,.ommendations h. ;e ien .-aie th'n r o resarch
~..<

S:.s be done on r e tion ( T £ ]on Su Ueinis

rather than on why they leavc,- pro ca,,s co,,id be dev]ooI_23 6
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to keep nurses on the job. There is apparently no

significant difference between retention and turnover,

other than the factors are used to either determine whether

the individual stays or leaves the organization. The

variables used for each are the same.

Kramer (1971) feels that the magnitude of the problem

of nurses leaving the profession is not fully known. She

feels that further study is ind cated, not only because of

the individual investment (in education) mrafe by the nurse

(time and money), but because of the overall expense of

replacement. Her suggested cure for the problem deals with

an appraisal system which recognizes and rewards the

nurse's professional behavior, an accurate placement of the

individual in the workplace, and the use of job transfer as

a method reducing conflict.

Flowers and Hughes (1973) in their study of Texas

Instruments employees, found that even though the employee

may be very dissatisfied with his or her job, su-ervisor,

benefits, pay, etc., he or she still may not leave. The

reason for this may be due to financial cons i ;erat ions

family responsibilities, lack of outside oportunities,

age, and so on. They feel that the reasons people st. .a

not always be the opposite of why they leave.

Surveying nurses as to why they selecte- a .

hospital, Hughes (1979) found: 1) the n rse's

in the area, 2) the nurse had a desi - :o be asj:-e t

S,- %- *..-. , .,-..-.. -- %- ,* % ..' w'- .- . .. -. -.- - - -. - o- - - -. - -
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the service of choice; 3) the level of pay was adequate,

and 4) the responsibility was consistent with training. In

other words, their family responsibilities were met along

with their personal desires.

Nurses seem to stay when their benefits and salaries

are competitive and when they perceive an opportunity to

practice at the level of responsibility they desire. Any

approach to retention must cover: economics, staff nurse

involvement in planning and decision making, the physician-

nurse relationships, administration-staff nurse relation-

ships, and an improved actual practice potential (Araujo,

1980).

Link and Settle (1980) investigated whether increases

in pay would be an incentive for married nurses to remain

with the organization. They found that higher wages,

instead of providing more of an incentive for retention,

actually decreased the number of hours worked (a move from

full-time to part-time).

-ulack (1982) belie;es that in order to fit the job to

the nurse, the nzirses ccrncerns sho.l1d be addressed. These

concerns are: .etter pa4i. St/nurse saf ' ina ra ' is, a more

respons:ve a: nlmistation, less paperwork, more inrut into

daily decis:.., better n rse/physicia . re c- .s, more

education'a.. eotnitis, r- c-Tportunitv fcr roxmotjon,

ch n . ..... and hod:. .c:.- bZd -2. . a

7. S si. t: ;r rsi n g c are Crout and
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suggest that more emphasis be placed on assignment of

nurses to the workplace. They feel that just "plugging a

'body' into a vacant slot is a stop gap measure which is

not cost effective over the long run." Appropriate

assignment should only be made after the nurses' intrinsic

motivations and needs are identified.

Weisman (1982) indicates it is highly unlikely that

hospitals can use -ingle innovations such as salary bo-iuses

or primary nursing to attract or keep nurses. Seebold

(1984) feels that some of the other measures, i.e.,

eliminating shift rotation and providing flex-time, may not

be feasible in some settings. Seebold also suggests that

creating and maintaining a positive climate and motivation

can be accomplished by other means, i.e., staff rounds on

all three shifts, an open door policy, and general st Cf

meetings.

In 1982-1983, the American Nurses Association stud'

41 "Macnet Hosoitals" to determine tie conditions of nurse

employment (Ccm on factors foster RN retentio : St u Ay,

1983). Findings included: a satisying env I or.nt; a

hospital administration that showed suppor f- s-

personnel by placing the director of nursin- at the

exocutive level in the hosit a; a ma :< n miz zr

practfi ce acco,,pl ished throLgh the itrinsic S&-:i2 Ci

au;tonomy; a primary nu2:r.n de" i ..

avaiable e a a r so rc f o a a con*,! lt , a ..-I- r-

or r r. - e V . %., 'V- , *** rP .
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tional structure that decentralizes nursing departments; an

employer that gives support for professional growth and

development; an extrinsic satisfier, such as a competitive

salary and competitive benefits, a flexible scheduling, and

the opportunity for promotirn; and a positive overall image

of nursing within and without the hospital (Common factors

foster RN retention: study, 1983).

Ross and Seybolt (1983) also studied high perform-rs in

relation to turnover. When performance was examined through

the parameters of work role design, the results indicated

that significant relationships existed between the meaning-

fulness of the job at different performance levels. As far

as tenure was concerned, no relationship was seen between

performance and tenure. Ross and Seybolt also found a

better relationship between intrinsic equity and extrinsic

satisfaction with turnover, i.e., if the high performers

felt that they were not being treated equitably in terms of

pay and other extrinsic benefits, they would move on. The

authors concluded that satisfaction was probably no, as

i:mzPant as the issue of ezuity. "If retaini:-.z 'valued'
e-szye~s neans retaining high performers, the crganiza-

tional l na er would do well to firsr Stisicaliv

det:-:rine who are the high performers, and then to ensu-e

t - .:ir perceptions are positive".

J,)D reuesicn ha: en sn este as toMa ae

wor r- ore meaningful to f1u? e (Guth i, 'ue l , 2wacki, &

"S
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Couger, 1985; Levenstein, 1983). These authors feel that

the work done b. Turner and Lawrence, and expanded upon by

Hackman and Oldham, can be adapted to the hospital

environment. Seybolt (1983; 1986) expands upon this belief

in his study of nursing turnover. He .nticipated that the

staff members would react lifferentl; to their work roles

based to some 9hgree on their tenure in the hos, ital. In

addition, Seybolt felt that the employee's career stage

would be the moderator tetween how work role design

impacted on the employee's satisfaction and turnover

intentions. This st:dy suggests that the turnover

intentions of employees at different tines are affected by

different work role design factors. He feels it Is not wise

to focus only on the whole organizition, but also on

differe-.t groups of enployees.

In s u 7Ta ry More e -6, naS Is neezs~ be olaced3 cri

retention, rather than on wh nurses leave (19ie, S9SC)

This idea is furthered z- ".ra:-er (1971) who feels that the

magnitude of the proben is n:: <now7.. 71:,wers and ughes

(197 -eel that th'e r zaa.s cn ._le stay t always be

the oposite of why they leu'e, n addition, ti z: fc.l that

although cersonne! -ay be totally dis:a ti~:Lc,

reasons may force them to re-. ai with the orzan.z.za ic-.

Coi-,pe itiv e be neits ... and salari:es ay k - e p nu:sen en

the job; hwevar, in :-n c~s-s, ilhnpc c . -*seC t'.2

full-time worker t C nan e to ra at-t e . Cct"e

. .. . - - .
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actions must consider the economic, decision making,

planning, personnel relationships, and improved nursing

practice if they are to succeed. In addition, the concerns

of the nurse need to be addressed, along with placing more

emphasis on nurse assignment.

Job redesign has also be-2n given as a means to make

work more meaningful for people. It is believed that the

more meaninccul the wo'k, the more satisfactionE can be

derivek ' and thus, increased retention.

Summary of Literature

Researchers in the behavorial sciences, management, and

nursing have offered a vast quantity of knowledge in the

field of turnover and job satisfaction.

In the management and behavioral science areas, some

causative factors of turnover h a ve been prevalent and

consistent in the research. One factor is the somewh-at

strong inverse relationship between overall job

satisfaction and employee turnover. However, just knowing

that the employee is dissatisfied and about to leave the

organization tell management little about why the enpl:)oyee

is dissatisfied.

Thus far, accor'l7ing to Mobley (1982), t-he one best

indicator of -L-minent turnover is the employec-'s statce-

intentions to ci-it. Other consistent factors which appear

in the lItra"_-'e are th-e, empioy'ees' pay '-,el s, th-ir 'a-~

tenure, satisEaction with job contenrt, anO organ . -ationiai

~ *' - * .-~ ~ ~ .. ...-. *,. ~I

, .,I* *~ ~



commitment. Less consistent correlative factors leading to

turnover are supervisory style; work-unit size; routiniza-

tion; autonomy and responsibility; centralization; integra-

tion; communication; family responsibilities; interests;

aptitude and ability; satisfaction with pay, promotion,

coworkers, supervisor, and the overall working conditions;

and the expectancy of finding a quality alternative.

Job sati'sfaction, or the perception that o:.e's job

fulfills or allows the fulfillment of important job values,

to the degree that those values are congruent with the

individual's needs, has also been researched extensively.

Basically there are three theories of satisfaction reported

in the literature. The traditional theory follows a linear

relationship, where a person is satisfied if a variable is

met, and if not met, is dissatisfied. Maslow's need theory

relates to "levels" of needs, where the lower levels must

be met before the individual can move up the hierarchy to .

fulfill their. higher order needs. Herzberg's dual factor

motivation-hygiene theory deal.s with the intrinsic

"motivator" factors, which when pr.sent are felt to lead to

satisfacion. If 4ot oreSen:-, in contrast to The linear

theo :y, ,.erzberga fe -Is that the 1n6v cual is sc'y "not

satisfied. The hygiene, cr extrinsic faco:s, prevent

-isat sfaction, i.e., if not ose nt, - U 1

bezne :: -.=ks .ec, an~:if zres .:, "nste-ad == e~i'n to

satisfac..on, s imol m... that the indi....al is no,

% r
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dissatisfied. Hulin and Smith were able to prove that

gender led to a lower level of job satisfaction in females,

which may be important in the study of nursing satisfaction

and turnover intent. These authors all found that the work

itself and pay seemed to be the best predictors in job

satisfaction. V:oom used the expectancy theory in his

explanation of job satisfaction, in that the behavior is

due not only to preference, but also t, the belief that the

behavior will be followed by a particular outcome. Other

motivational factors relating to satisfaction, reported by

Hackman and Lawler relz te to responsibility for the job,

meaningful work, and job feedback.

According to Hinshaw and Atwood (1983), when one tries

to adapt this knowledge to nursing, further testing of the

concepts are necessary. Numerous research studies are

reported in the nursing literature, and with the vast

amoun.ts of work, many differing reports are given naming

those factors that lead to satisfaction. Overall, one tends

to note higher levels of satisfaction with the intrinsic

portions of the work nurses do, ani a somewhat

corresponding lower level of satislaction with the

extrinsic factors of the job. In other words, nurses tend

to like their work, but dislike their job, i.e., their

working conditions. Additionally, the research has sh,:-

dir2frent levcls of satisfactions are present, ano- n

in part, on the nurses position, i.e., ' ;isos ;mi be



57

more satisfied than staff nurses. Interestingly, it has

been suggested that hospitals need to improve their

extrinsic factors in order to attract and recruiit more

nurses; however, once hired, in order to keep them

satisfied, the intrinsic factors are more important.

As with satisfaction, turnover has long been an issue

reported in the journals, and is also similar in that no

o e, easily identified factor prevails as a precursor to

turaiover. Numerous studies list "personal reasons" as the

possible cause of voluntary turnover; however, each author

seems to give his or her own definition of "personal,"

i.e., marriage, pregnancy, husband's plans, family/children

responsibilities, education pursuits, etc. Along with these

personal reasons is th impression that nothing can be done

to avoid them a causes of turnover. It has also been

suggested that nursing turnover could be related to the

conflict between the role of having a career as a nurse, or

beinc a wife or mother; however, few studies have tackled

the issue of cender to a great degree (when st~died, males

were found to be rmore Mot to r ain:. Alono the ame ine

of satisfaction, t-he etrinsic f c : : (oav, i et

staffing, the work a ce, etc.) are cited as possibe

correlates oL t:rnoer, ar, in adition, the democh>'kic

factc~s (age, tenure, an inteont t: t ::) hcvo also be
f anc t ^ s ha7iv , e n a I na?. i < t e pn h v D a IC

.-olf (1981) Conc Ided t ,at the .y causes

.P .
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nursing turnover consisted of problems related to the

employee (unrealistic job expectations, inadequate

preparation for the job, additional responsibilities

outside of work, etc.); to the work division (job

pressures, inadequately prepared staff, too litt] staff,

recassignment to unfamiliar units, and a poor match between

the worker and the job); to supervision (dissatisfaction

with technical competen-y of supervisors, lack of leader-

ship, lack of support, failure to follow through with

problems, not being available when needed, and abuse of

authority\; to the administrative system (salary, lack :f

autonomy and professional recognition, and lack of career

ladder opportunities).

Ironically, as length of tenure has been shown to

correlate strongly with turnover, high turnover appears to

create a vicious circle, as turnover necessitates hiring

new nurses to replace the resigners, who in turn are at a

high risk for turnover.

It has been suggested that i nseadc of lofkin at

turnover, more emphasis needs to be ceaed on .o;kin at

why employee's stay, i.e., retention. -ieve, Che fctz

relating to either turnover or retention apneoa toe tie

same, i.e., one may leave the oroanizaion dissatisfied,

but may remain if satisfied.

k behavioral approach wa- z s-

turnover. This approach ema-a-'e i a
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blank to increase the possibility that those hired will

remain, the use of comprehensive exit interviews to

determine specifically why the person left, and an

appraisal program that has as its primary function the

satisfaction of the nurse.

Other methods mentioned to increase retention included

competitive benefits and salaries, opportunities to

practice at a level equal to their re~ponsibilit',

increased involvement in decision making, and bicultural

training (to ease the transition from graduate to

practicing nurse). Ironically, increased pay levels

actually decreased the number of hours worked, instead of

increasing retention (mainly due to a shift from full to

part-time).

Redesigning the workplace h-s also been listed as means

for retention. Some methods were creative assignment of

nurses, i.e., not just plugging a body into a vacant slot,

creating a satisfying environment, increasing top level

administrative support "or nursing, increasing the pro-

moti-.-al o port-nities, and creating a positive overall

Lzt - y,-  the emphasi has shifted towar3 cc'csing on

w :>. desian and t')t.e i-pact of the job o'- individual

C TO' . . . According to Seybolt (1903; 1986), rs,

. - focuses r, t S

sts , tIon, mot a t ion, I,: T., and turn .. e!
. { on otlv ._i :,, lt~t :,, e's

. ' ', . , - . '-. : . . .,. :.-. "= . ; .,- ',. '- .. . .- . .-..- -. '. '. .. . .,., .. J'..- -P." .
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The ma'n findings, thus far in the review of the

literature on turnover as it relates to nursing, indicate,

that above all, the two factors of 1) satisfaction and 2) V.

the individual's intent to leave have the strongest

correlation to turnover; therefore, further study should

concentrate on these two areas. In addition to looking at

turnover, one should also research methods that focus on

the factors of work role lesign, so that if needed,

corrective actions can be identified at the same time.

C"

'.i

'C

' ,e,, ,, , , ,-' ,',.- ',',,,,-." .,. . ,v . . .. -./.' ,-, . ,'.v ,," .: .,". ,.' .', ',.. , ,' .'. .
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CHAPTER 3

CONCEPTUAL FRAMEWORK

Models of Turnover

If turnover intent is determined to be a problem,

several models in the research literature 7re ?vailable to

determine the possible causes. Mobley (1982: feels That for

bo -h the research and managerial perspectives, "it is

necessary to have adequate conceptual models of the

turnover process to: (1) interpret research findings; (2)

suggest new avenues of research; (3) call attention to the -{

multiple determinants of turnover; (4) and to guide

managers in diagnosing and dealing with turnover (p. 115)".

March and Simon (1958)

The March and Simon (1958) model, according to Mobley,

(1982) "was one of the earlie-t and perhaps r-.st -

influential integrative models of employee turnover." Their

model has two distinct, but interrelated, components when

applied t3 employee participate'on: (a) perceive 

desirabili . cf movement from th- oraanization (Fiaure I);

n - (b) Perceived ease of ;-oven - e - -  fro1 t ie orari t c

(Pigure 2' (D. 116). Per c e , ve t% -. .f ...t has

two major : ) rC eceiv - of i rt ra -.-

zational trdn-fer, and 2) job satisfacti.on. '-e n tr : o-
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organizational transfer is contingent upon the size of the

organization. Job satisfaction depends upon 1) conformity

of job to self image (a function of supervisory practices,

amount of rewards, participation in job assignment,

education, and rate of change status and/or incoMe); 2)

predictability of job relationships, and 3) compatibility

of job and other roles. Perceived ease of mcve-nent is

contingent upon the number of extraorganizational

alternatives perceived. The number of alternatives is

inturn affected by 1) the level of business activity ; 2)

the number of organizations visible; and 3) the perscnal

characteristics of participants. The personal character-

istics include: sex, age, social status, tenure, and

specialization.

In Mobley's (1982) evaluation, he states, "Overall, the

March and Simon model provided a solid foundation for much

of the later conceptual work on employee turnover (p. 119).

The model has contributed to the study of turnover by

focusing attention on the need to assess both econonc-

labor T.r,, e t an bhvio r a Var' Zbles i; n ::vn tS

employee pfoceSs (p. 120). ..

2ief (1976) presen ec his model c ternoer

hospisD l nurss (-izur ;r -is model is L:-='. * - ... u

educational experiences oC the nulrs>, 3)

N .2.
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places on money, and 4) the family responsibilities. He

feels that the organizational practices of most hospitals

lead to the design of nursing jobs lacking in skill

variety, task identity, autonomy, and feedback. This in

turn leads to job dissatisfaction, which in turn leads to

turnover. The educational experiences of most nurses load

them to expect challenging, meaningful, and responsible

jobs; if these expectations are not me , this leads t- job

dissatisfaction with the work itself, and again to turn-

over. If money is highly valued, and if satisfaction is not

derived from the work itself, then dissatisfaction with pay

occurs, which in turn can lead to turnover. If the family

situation is such that the nurse has increased feelings of

responsibility, and if satisfaction is not derived from the

work itself, Ithen the nurse desires to serve the family,

and this decire leads to turnover.

Brief concluded that his model did not have explicit

support in the available literature; however, his intent is

that the .odel serve as a basis for future data collection.

cr=ce and ," ller 1 e..(191 )

Price and ? .eller (1981a, 1981b); (Curry, et a., 1985)

S .... The de(f m nants of job satisfaction on t',-1e intent

-- ay in an ora-rr.i -tion. The deoerdent ,'-iable in their

Il model is r-,Iiuntary leavin, fro; g .zation.- - n

:-v, dismisa. , re> m~'.~n , and feut-s are excluded

. :.;e they ze typ,-s v involuntary leaving. In addition,
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transfers and promotions, because they take place within

the organizational boundaries, are not considered to be

voluntary leaving (Price & Mueller, 1981a, p. 544).

In their model [Figure 4] (Price & Mueller, 1981b, p.

11), turnover is a direct function of the individual's

intent to stay, and the opportunity to leave the

organization. The intent to stay is affected by the 1)

perceived job satisfaction, 2) professionalism, 3) general

training, and 4) kinship responsibility. Job satisfaction

in turn is linked to 1) routinization, 2) participation, 3)

instrumental communication, 4) integration, 5) pay, 6)

distributive justice, and 7) promotional opportunity.

Overall turnover is related to the intent to stay and

contingent upon the opportunity to leave. The definitions

of the determinants and intervening variables are contained

in Table 3, following the model.

In their evaluation of this model, the authors found

that "intent to stay" had the larcest total impact on

turnover, followed closely by "opportunity." "Job

satisfaction" was fo und to have no significant net

influence on turnover; hoever, t a W tn

important mediatcr between the other d:ter inants of

turnover. The other factors ha effects tco s _lo be

meaningful.

g .--, -','-' ,. ., U,- '. v ° ". % .' "' .v-" -'. . . '
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Table 3

Determinants and Intervening Variables:
Definitions

Variable Definition

Opportunity The availability of alternative jobs in the organization's
environment.

Routinization The degree to which a job is repetitive.

Participation The degree of power that an individual exercises concerning
the job.

Instrumental
Communication The degree to which information about the job is transmitted

by an organization to its members

Integration The degree to which an individual has close friends among
organizational memoers.

Pay The amount of money, or equivalents, distributed in return
for service.

Distributive
justice The degree to which rewards and punishments are related to

the amount of input into the organization.

Promotional
opportunity The amount of potential movement from lower to higher strata

within an organization.

Professionalism The degree of dedication to occupational standards of
performance.

General training The degree to which the occupational socialization of an
individual results in the ability to increase the
productivity of different organizations.

Kinship
responsibility The degree of an individual's obligation to relatives in the

community in which the employer is located.

Job satisfaction The degree to which individuals like their jobs.

Intent to stay The estimated likelihood of continued membership in an
organization.

Source: Price and Mueller (1981). A casual model of turnover for nurses.
01981 by Academy of Management Publications. Reprinted in part from Academy of
Manaaement Journal, Vol. 24, No. 3. p. 546-547. By permission of the
publishers.

.o
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Mobley (1977)

Mobley (1977) presented a model of the turnover

decision process which identified the possible linkages in

the satisfaction-turnover relationship. He describes this

model as more heuristic than descriptive in nature. The

mod-l suggests that dissatisfaction elicits thoughts of

q itting, search evaluation and behavior, the evaluation of

alternatives, intentions to quit and ultimately turnove-.

Feedback loops are used to suggest possible courses of

actions (Figure 5).

According to Mobley (1982), the research on the T2del

was generally supportive; however, the role of

alternatives, ease of movement and opportunity in the

turnover decision process remains to be clearly

established.

Mobley, et al. (1979)

The Mobley, et al. (1979) model succests that there are

four primary determinants of intentions to cuit and to

subsequent turnover: 1) job satisfaction-dissatisfaction;

2) expected utlIity of alternative internal ( o t"e

organization) work roles; 3) expected utility c' external

(o the organization) work roles; and 4) nonwork valuzs ano4

contingencies (Figure 6).

Satisfaction, in turn, has several asp~cts rt

it: 1) the individual djfference3 'n vale....

emphasis the employee places on his or her percer-ic, ns-

0. 

!
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_______________INDIV I DUAL

ORGANIZATIONAL OCCUPATIONAL PERSONAL ECONOMIC-LAIO
Goals Values MARKET
Policies Ilierarchial Leve) Age Unemployment
Practices Skill Level Tenure Vacancy Rate s
Rewards status Education Advertising
Job Content Professionalism Interests Levels
Supervision *Personality Recruiting
Work Group *Socio-Economic Levels
Conditions Family Word of Mouth:.
Climate Responsibility Communication
Size Aptitude

Job Rlate Labor Market 1
Percptios INIVIDAL VLUESPerceptions 4

EXPECTATIONS RE: EXPECTATIONS RE-
PRESET JOBALTERNATIVE JOBSL I Expectancies re: I Expectancies ro:

Fuuejbotoe Future job outccmes
2 Expectancy re: 2 Expectancy re:

-SATISFACTIONa

ATTRACTION- ATTRlACTION-
EXPECTLD EXPECTED
UTILITY: j UTILITY:a

PRESENT JOH ALTERNATIVES

Centrality of non-work
values. Beoliefs re: ImeitIs eae

L-non-work consequences g rateiiatisodlyen
of quittinggrticio
Contractual constrants INTENTIONS 'roSEARCli:

INTENTIONS TO QUIT

Alentv /on~ Impulsive behavior
o f withd, ~ Specificity anid ti me
behavio ~ etween measures

TURNOVIR BEHAVIOR 6

Figure 6. Mobley, et al. (1979), An Expanded Model of the
Employee Turnover Process.
01979 by the American Psychological Association. Reprinted
from Psychological Bulletin, Vol. 86, NO. 3. p. 517. By
permission of the publishers and author.
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(Satisfaction is a function of what the employee perceives

relative to their values), 3) the multiple facets, i.e., it

is unlikely that only one value will control satisfaction,

cznd 4) the present orientation of satisfaction.

The expected utility of internal roles refers to

future-oriented expectations and evaluations based on:

expected changes in the present job; expected transfer

possibilities, expected rromctions; and expected chl-.ges in

organizational policies, practices or conditions (such as

changes in pay, job content, or management, etc.). In

addition, they may be based on the expected transfer,

promotion, or turnover among other individuals. The

expected utility of external alternative work roles seeks

to capture the individual's expectation of finding an

attractive alternative job external to the present

organization. The dissatisfied employee and/or one with low

exzectations regarding the internal alternatives may not

quit if attractive external jobs are not perceived.

Expected utility of external jobs is based on: the

employee's important work values; expected attainment of

these values rcm the external jobs; and expectation of

bein- able to attain the alternative job.

The nonwork values and roles refer to family

orientation, life-style and geographical preferences, and

religious, c-: :ral, altruistic, athletic, nd social

values. Mobley feels that to understand, predict, amd
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manage turnover requires the assessment of the importance

the employee places on these nonwork values.

Mobley concluded that this model has yet to be

empirically evaluated, and feels that due to the complexity

of the model, it is unlikely that any one study will

adeauately evaluate the model.

The conceptual framework for this study uses various

factors identified preciously; and follows quite closely,

the models presented by Seybolt, et al., (1978), Hackman

and Oldham, (1980), and Seybolt (1983; 1986).

Seybolt et al. (1978)

Thi.z model (Figure 7) is similar to that used by Brief

(1976) and based upon Vroom's (1964) expectancy theory

which suggests that the individual behavior is determined

by: 1) the motivation of the individual; 2) the level of

abi -lIty of the individual; and 3) the individual's role

perceptions.

:otivation relates to the individual's perceived value

of the outcomes offered by both the work itself and the

orcanization. T nis e rceive v1 e , ca le' valence,

indicates how much v aiue the -nd4v. ua r places uDon the

outcomes or rewards re- ted to h t c. Tte second varfz='le

of motivation is the individual t s ct cri of the 1in-e

between perfcr,-,ance and th--e ou c' e s oe iVe >§

.a. -2 s ,C b-.n

form t':- valence of performance, or how much the individual
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actually values performance. The final variable is

expectance, or the individual's perception of the link

between effort and performance.

Satisfaction itself can be predicted from expectancy

theory, relating it to the individual's performance (i

factor or their ability, role perceptions, and motivation),

the reward received from their perforlance (whether the
F

reward is intrinsic or extrinsic) which is also dependent

uoon the emploveel's perceived equity of thic reward.

Turnover, according to this model, is a function of

satisfaction, and the individual's mobility. Sati- action

data were determined from pay, promotions, the chance to

make full use of one's abilities, the sense of helping the

patient and his/hear family, the opportunity to learn new

things, job security, the opportunity to make independent

decisions, a stable work schedule, autonomy, help and

CZ

recognition from one's supervisor, help and cooperation

froi coworkers, f fr 7 tension and pressure, and

frince benefits. Mobil itv refers to the -individual's

oercention or -Co desirabe and, easY is to iE: ve the
ran-::on, an is e on the educational level, length

of- a!7:a, a rnd mar ita sta tUs of t. i.ivdua. .

Tac'-an an Oldhan,, (!1t(h

It :.ac bee-I Lou: the intent to ,t (or st.-.) hs

ce- n te lecia crfcurso of acIual " f

(Mobley, et al. , 1978) . it has also be.-,n demunutrated

,;< .. t - " : .: - " . ' " % -' 
- ' < ' - - ' ' , - ' . ' ' ' . "

"" : " -, -" - " -' " '" * " " "' -' "" "-' '-" "- " . "- "- ". "." "." -" - " .- -,.



throu~hout the literature that intent to stay an.J/or leave

has a negative relationship to job satisfaction. Seybolt

(1983; 1986) feels that t he r e is n ct just one overall

satisfaction at work, but many satisfactions with different

facets of the work place, and each can be important in

determining turnover incentions. In addition, he feels itI

is wise to look beyond the employee's sati.sfaction!

dissatisfact:on, to the work place which has aff-!cted those

attitudes (p. 27). S

Alt'.-ough job s ati Ls fa c t io n i 3 prevalent i n the

literature, it alone does not answer the qu: stions as to

what measures can be initiated to correct the problem. For

the last decade, the focus has been on job design and

redesign, and the impact of the job on the individual

employee, which includes the work itself as a cause of

d if ferentia L levels of sat isfact--on,, motivation,

absenteeism, and turnover.

This concept has bee.-. b rocaeed t i- clI e .re o_-cf the

work ;envifrnc.-nt which t-.e e. zlovee faces I (abe ec; 'D-

rol1e d:-si4.an ) a nd i4nc1ukd'e s s cn fa ct cr as the a

i tsel1f , t he type of inte ract 4c n - a t .:,a;z.enur:

the orc:ani zat'ional nicies S ho ah: o:*c

employee. Ad,-'iicn alvy, b eca s' C PC_'- S-- C-

work in difffeent ways, t C c>r -

addressed 1) t ie (7-~] ci s ~ ~ &J

growth needs].-, wo0rk overall nd C:e;-
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organizational career stage or tenure of the e:mpoy ee

(Seybolt 1983; 1986).

Work role design is a idea originally presented by

Hackman and Lawler (1971) in which the conceptual fraewark

specified the conditions under which jobs will facilit-_te

the development of internal motivation. Hackman and O'dham

(19 75; 19E develoed the concept further throuch the

development of the Job Diagnostic Su-vey. The'- fesl that

work can be structured so that it can be perfor:.ed

effectively and at t sa m e time be rewarding to the

individual. This is termed "internal motivation."

According to Hackman and Oldham (1980), when someone

has high inte-nal wot-K motivation, feelings are closely

tied to how well that person F *rfor7,s on the job. Good

cerformance brinc3 self-reward, which is an incentive for

ccntin"ing to do well. Poor oerformance brings unhappy

feelin ., which in turn may cause the per-son to try harder

in the future, in order to prevent a recccurrence of the

uIeas ant- c :comes. The result is a seif-peoeYating

cycle of positive wor', motivation po1ee- by self-gelereated

r ther than '-ern.,I') rewards for goo, work.

Their theory sucaests that in orfcr for a -ob to be
nernally - vtinq' , thr e critical s,-hologic " stats

::.st be oresent in the job. These psac.:ical st-te> a

i) eiperienced -q c.fu.lnes oC the -o., -) exr,-er>-,Ce

responsibi ty C C n;cr.me: oE the wr, d 3)

_ . ,. .~~~... a d 3 n w
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of the actual results of the work activities. If the work

is meaningful, it means that the work "counts" in one's

system of values. For a person to experience responsibility

for the work, he or she must believe that he or she is

personally accountable for the work outcomes. A knowledge

of results is necessary if the individual is to know if he

or she is performing satisfactorily or not.

The tihree psychological states are, by definition,

4internal, and therefore not manipulable in designing or

managing work. However, reasonably objective, measurable,

changeable properties of the work itself that foster these

states are available as "core job characteristics" (p. 77).

The job characteristics that correspond to experienced

meaningfulness of the work are: 1) skill variety, 2) task

identity, and 3) task significance. The characteristic that

corresoonds to experienced responsibility for outcc7res of

the work is au nomy. For the knowledge of the acte

results of the work activities, the characteristic is

feedback from the job (p. 77)

Definitio. of Characteristics: (p. 78-S0)

Skill Variety (SV): The degree to whic

reauires -. variety of different activi ies
cut the work, involving the use o a
di-fCrent skills and talents of the ren f

T-:sk Identity (TI): The dec- .. ..
r equ i res c 7mpl'tion of a "whoie" and

if ork, tnat is doing a job fre- o,
7:5ibi. outcome.

Task Significance (TS):
has a substantial i -c-
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whether those people are in the immediate organization
or in the world at large.

Autonomy (A): The degree to which the job provides
substantial freedom, independence, and discretion to
the individual in scheduling the work and in
determining the procedures to be used in carrying it
out.

Job Feedback (JF): The degree to which carrying out
the work activities required by the job provides the
individual with direct and clear information about the
effectiveness of his or her performance. The focus is
on feedback obtained directly from the job.

A job can be very high on one or more of the five

characteristics, and at the sam- time, be quite low on the

others, so it proves useful to consider the job on each of

the job characteristics. It also can be useful to combine

the five characteristics into a single index that reflects

the overall potential of a job to be internally motivating.

This index is called the "motivating potential score (MPS)"

(p. 81) To be highly motivating, a job must score high on

at least one of the three characteristics that prompt

experienced meaningfulness, and high on both autonomy and

feedback as well. When numerical scores are available, they

are combined using the formula 'n Figure 8.

To further the concept of work role design, Hackman and

Oldham describe three moderators that affect the

relationship between the job characteristics and the

outcomes. These moderators are: 1) knowledge and skill, 2)

growth need strength, and 3) context satisfactions.

Knowledge and skill refer to the inJividual's internal

work motivation through the positive or negative feelings
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from their performance. For example, if a job requires

knowledge and skills that the individual does not possess,

failure will cause low motivation; on the other hand, if

the job does not require these aspects, a person having

these qualities, will not be motivated by doing a good job.

Some people have strong needs for personal accompli3h-

ment, for learning, and for developing themselves beyond

where they are now. These people are said to hive "high

growth needs," and are predicted to develop high internal

motivation when working on a complex, challenging job.

Others, that have less strong needs for growth are less

likely to be motivated by these same jobs.

Hackman and Oldham also feel that how satisfied the

individual is with the context of his or her work may also

affect his or her willingness or ability to take advantage

of the opportunities for personal accomplishment provided

by motivating jobs. They expect that individuals who are

relatively satisfied with pay, job security, coworkers, and

supervisors will respond more positively to enriched and

challenging jobs than individuals who are dissatisfied with

these aspects of the work context. And if the individual

also has a high growth need strength, then a very high

level of internal work motivation would be expected.

In summary (Figure 9), if a job contains the core

characteristics of skill variety, ta:< identity, task

significance, autonomy, and feedback; the critical states
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of experienced meaningfulness, experienced responsibility,

and knowledge of the results of the job are possible,

resulting in the outcomes of high work motivation, high

growth satisfaction, high general satisfaction, and high

work effectiveness. However, the outcomes are contingent

upon the moderators of knowledge and skill, growth need

strength, and satisfactions from work context.

Seybolt (1983; 1986)

According to Mobley (1980), the objective "motivating

potentialw of a job does not cause employees who work on

that job to be internally motivated, to perform well, or to

experience job satisfaction. Instead, a job that is high in

motivating potential merely creates conditions such that if

the job holder performs well he or she is likely to

experience a reinforcing state of affairs as a consequence.

Job characteristics, therefore, serve only to set the stage

for internal motivation (p. 82).

In Seybolt's (1983; 1986) [Figure 10] study, the first

step is to define the job in terms of its motivating

potential. A second facet of the job which has been found

to be important in the prediction of satisfaction,

motivation, and turnover is the performance-outcome

linkage, derived from the expectancy theory of motivation.

Vroom (1964) feels that the effects of performance on a

task or work role on satisfaction with that role varies to

the degree in which the performance is relevant to the
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individual's self conception. If a person believes that a

certain task requires the abilities he or she values, and

the person believes he or she possess those abilities, then

success will be equal to his or her self concept and

accompanied by satisfaction; therefore, failure will not be

equal to one's self concept and followed by dissatis-

faction. If on the other hand, a person believes that the

task does not require a abilities he or she values and

possess, then the level of performance will be irrelevant

to his or her self concept (p. 147).

Interactions at work include the factors of feedback

and role clarity. Feedback is defined here in terms of

supervisory and coworker feedback (quantity in general and

the amount of positive feedback) and client feedback (in

terms of quantity). Role clarity has been defined in terms

of role ambiguity, role conflict, and role dissension.

Ambiguity refers to the uncertainty as to what the role

entails. Conflict is where the various role requirements

are incompatible. Dissension is the lack of agreement with

one's supervisor over the work role duties (Seybolt, 1983;

1986).

The last factor important to work role design is

organizational policy. The critical issues here appear to

be the employee's perception of the level of consistency

and equity of the organization's policy across the work

groups.
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The second major variable identified by Seybolt (1983;

1986) deals with job satisfaction. Generally, the amount of

satisfaction the person derives from the job is contingent

upon the linkages between the factors of what the person

desires at work, what the person experiences from work when

he or she does a good job, and his or her overall feeling

from the linkages (Mobley, 1982, p. 102). Hackman and

Oldham (1180) describe this as either satisfaction of

growth needs, or general job satisfaction.

Hackman and Oldham (1980, p. 85) feel that jobs high in

motivating potential create opportunities for considerable

self-direction, learning, and personal accomplishment at

work. Although not all individuals would appreciate jobs

such as this, some people have strong growth needs for

personal accomplishment, for learning, and for developing

themselves beyond where they are now; and have been

predicted to develop high internal motivation when working

on a complex, challenging job. Growth need strength may

affect how individuals react to their jobs, i.e., those

with high growth needs may react more favorably to jobs

that encourage growth, or have been redesigne6 to do so.

General job satisfaction includes factors that may be

intrinsic, or from within the individual or the job itself;

interpersonal, those which fulfill the social reed2s of the

v didual; and extrinsic, those external -o the woik

itself.
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The intrinsic factors meet the psychological needs of

autonomy, esteem, growth, and self-actualization; tension;

and the job in general.

The interpersonal factors are the social relationships

with peers and others, feedback from them, and the

employee's relationship with the immediate supervisor.

The extrinsic factors include those associated with job

security, the amount of work involved, promotion

opportunities, the work performed, and hcw the employee

feels mentally and physically after work.

A person's perception of how well the job meets these

satisfiers combines with their perception of mobility to

determine their levels of turnover intentions. Mobility, as

defined by March and Simon (1958), is the perceived

desirability and perceived ease of movement (Mobley, 1982).

Mobley (1982) feels that turnover will only result from

dissatisfaction when the opportunity of alternate positions

is high.

Another factor that could be included is what Seybolt

(1983; 1986) calls the "organizational career stage" or

tenure, the length of time the employee has in the

organization. Mobley (1982) reports a consistent negative

relationship between the length of service and turnover.

Accordingly, turnover is significantly higher for

shorter-tenure employees. I
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Research Model

The model (Figure 11) followed in this research is an

adaptation of Seybolt et al., (1978) and Seybolt (1983;

1986) models, (Figure 7, Expectancy Theory. . . . ., and

Figure 10, Factors in Turnover). Changes to the models were

made with his permission. As in Seybolt's original study,

work role design is one of the main factors used to define

the job in terms of the mnotivating potential, the

interactions, and consistency of organizational policies.

The second major factor deals with the individual's

motivation; which includes their motivation, performance,

role perceptions and perceived equity of rewards.

The levels of satisfactions are not limited to those

identified by Seybolt (1983; 1986). The main areas of job

satisfactions are: the extrinsic, intrinsic, interpersonal,

growth, and profession (Air Force and nursing).

The organizational career stage is broadly altered to

include the biographic, demographic, and professional

characteristics of the individual. Some of the demographic

factors that have affected mobility and/or turnover are

age, retirement benefits, geographic location, family ties,

economic factors, and the importance the individual places

on the factors (Friss, 1982). For the purposes of this

study, the biographic factors include: age and sex. The

demographic factors include: marit:l status (with th

additional factor of military spou, -), number of dependent
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children, primary wage earner status, facility size, and

location. Professional factors include: Air Force

Speciality Code, rank, position, speciality, education

level, and tenure.

The component of mobility is added for clarity, and

includes those perceptions of ease and availability of

jobs, and that of commitment.

Another major area addressed includes the stated

reasons given for turnover and retention.

The levels of turnover include the expressed desire to

leave the Air Force Nurse Corps (either through separation

or through retirement), which is measured with and without

the forced commitment. It does not include intraorgani-

zational transfer from one facility to another.

Conceptual Definitions of Variables

Work Role Desion is defined in terms of the job,
performance-outcome links, interactions, and organizational
policies.

The Job is defined in terms of its motivating
potential.

Motivating Potential is the degree to which a job
creates situations where the three critical psycho-
logical states of 1) experienced meaningfulness of the
work, 2) experienced responsibility for the work, ana
3) knowledge of the results of the work are available.

Experienced Meaninafulness refers to how much the
work counts in one's system of values; and is measured
by 1) skill variety, 2) t.:k identity, and 3) task
significance.

Skill Variety is the degree to which a j5b
requires a variety of different activities in
carrying out the work, involving the use of

. 'N N - .,.
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different skills and talents of the person.

Task Identity is the degree to which a job
requires completion of a "whole" and identifiable
piece of work, i.e., doing the job from beginning
to end with a visible outcome.

Task Significance is the degree to which the
job has substantial impact on the lives of other
people.

Experienced Responsibility refers to how much the
person feels personally accountable for the work
outcomes; and is measured by autonomy.

Autonomy is the degree to which the job
provides substantial freedom, independence, and
discretion to the individual in scheduling the
work, and in determining the procedures to be used
in carrying it out.

Knowledge of the Results refers to whether or not
the person realizes they are performing satisfactorily;
and is measured by job feedback.

Job Feedback is the degree to which carrying
out the work activities required by the job
provides the individual with direct and clear
information about the effectiveness of his or her
performance. The focus is on feedback obtained
directly from the job.

Interactions are measured in terms of the feedback androle clarity.

Feedback is defined in terms of supervisory,
coworker, and client feedback; by the amount of
positive and negative interactions.

Orcanizat-:nal Policy refers to the person's perception
of consistency and equity of the organizational policy
across the work grou~s.

Individual Expectations are defined through the
indiviual's motivation, expectancy, ability, role
perception.- , performance, and perceived equity of rewards.

Mctivaticn is measured through the valence of
performance, which according to Vroom, is t1e
satisfaction derived from L_- Lnks o- what is des-,lz
(valence of outcomes) and what happens if one does a
good job (instrumentality of performance).

. . .. ~-v - ~ ~ ..-
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Expectancy is the individual's perceptions as to
the degree they feel their performance will affect the
outcome of their actions. (Not tested)

Ability is the perceived capability to perform the
administrative, technical, and interpersonal aspects of
the job. (Not tested)

Role Perceptions are defined in terms of the
individual's perceived role ambiguity, role conflict,
and role overload.

Role Ambiguity is the uncertainty as to what
the role entails.

Role Conflict is where the various role
requirements are incompatible.

Role Iverload refers to the quantity of work
required, and to the quality, in terms of the work
demands, complexity, ability aad experience.

Performance is how well the individual performs the
different aspects of their jobs. (Not tested)

Perceived Equity of Rewards is how the individual
feels about the distribution of the safety (pay, leave,
time off, etc.), social (opportunities to interact and
to share feelings), and psychological (recognition,
responsibility, career advancement, etc.) rewards.

Levels of Satisfactions generally refer to the degree
to which the person is satisfied with the linkage between
what they desire, and what they actually obtain from the
job itself. They are looked at in terms of extrinsic,
intrinsic, interpersonal, growth, and profession.

Extrinsic is the degree to which the satisfactions
are from factors external to the work itself, i.e.,
security, tension, amount of work, promotions, pay,
etc.

Intrinsic is the degree to which the satisfactions
are from factors from within the individual or work
itself, i.e., esteem, autonomy, self-actualizations,
job in general, and career.

Interpersonal are t, :e fac-.rs which fulfill the
social ne:js o: the indiviual.

Growth is the person's nee5 for per onaI
accomplishment, for learning, and for developing
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themselves beyond where they are now.

Profession refers to those satisfactions which are
derived from both nursing and the organization, in
general and as a career.

The Characteristics of the individual are defined in
terms of their biographic, demographic, and professional
qualities.

Biographic refers to the person's ace and sex.

Demographic refers to the person's marital status,
family status, wage earner status, facility size, and
facility location.

Professional refers to the person's Speciality
Code, rank, position, speciality, education level, and
length of tenure.

Mobility is the perceived desirability and ease of
movement from the organization; which may be affected by
satisfactions and/or the person's characteristics.

Stated Reasons are the respondent's reasons for leaving
and/or staying with the organization.

Turnover Intentions refer to the individual's expressed
desire to voluntarily terminate or to retire from the
organization.

Research Questions

1. What are the turnover intentions in the study
sample?

2. What are the levels of satisfactions in the study
sample?

3. What is the impact of the satisfactions on the
levels of turnover; and how does the perceived mobility
moderate this impact?

4. What is the impact of Work Role Design on the
levels of satisfactions?

5. What is the impact of the Individual Motivations
on the levels of saticfactions?

6. What are the individual's s-a:ed reasons for
either leaving or remaining with the organization?

1 1 5 li~lll "l ! ~ii ll'
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Justification

Even though the percentage of turnover in the Nurse

Corps is reported to be low, nurse managers should not have

to wait until a potential problem surfaces before

identifying the underlying causes and possible solutions to

implement. In light of the current trends in nursing, i.e.,

the shortage of qualified nurses, high turnover rates, and

the high costs associated with replacement, organizational

management should use any available means to predict the

possible outcomes. This research is one means to identify

if a potential problem exists. If a problem does exist, the

research should also be able to identify the possible

causes of the problem, and in turn to offer possible

solutions through work-redesign.

Io



CHAPTER 4

METHODOLOGY

Research Design

A descriptive study design was utilized using a

questionraire for data collection designed by Seybolt

(1983; 1986). Some modifications were made to the tool with

his permission. The questionnaire was used to gather

information pertinent to the research problems.

Setting of the Study,
Population
and Sample

As of 30 September 1986, there were 5,124 nurses on

active duty in the U. S. Air Force (Medical Programming and

Analysis Division, September 1986). The Air Force Nurse

Corps consists of fully quali jed specialists and clinical

nurses who have graduated from National League for Nursing

(NLN) accredited schools of nursing. Initial commitment is

for a period of three years, and in order to remain past

that time, i.e., to retirement (from 20 to 30 years :otai),

the nurse must apply for retention. Continued retention is

contingent upon the nurse's promotion, i.e., "up or out.,
Nurses are assigned to positions based upon thei:

qualifications. Progression to increasing r-,e o

responsibility depends on ability, education, experience,



97

and performance. Each nurse is placed in an Air Force

Speciality Code (AFSC). Speciality descriptions taken from

Air Force Regulation (AFR) 36-1 briefly are (AFR 36-23,

1985):

AFSC 9716 -- Nursing Administrator (Major through
Colonel). Nurse administrators plan, organize, execute,
z-nd direct nursing care practices and activities of
medical treatment facilities; serve as staff officers
to command surgeon or Surgeon General, USAF; and
administer nursing education programs, departments, or
schools. Common duty titles include: :hief nurse and
assistant chief nurse.

AFSC 9726 -- Mental Health Nurse (Second Lieutenant
through Colonel). Mental hcalth nurses provide nursing
care to patients presenting mental health problems;
promote mental health principles through consultation,
teaching, supervision, clinical practice; ad manage
mental health nursing services. Common duty titles
include: charge nurse and staff nurse.

AFSC 9726-A -- Mental Health Nurse Specialist
(Captain through Colonel). Mental health specialists
support, assist, and guide mental health nursing
personnel; serve as consultant to nursing personnel and
to Surgeon General, USAF; provide supportive counseling
services to those who request it; and act as clinical
coordinator, mental health nursing service.

AFSC 9736 -- Operating Room Nurse (Second
Lieutenant through Colonel). Operating room nurses
plan, direct, and coordinate the activities of the
operating room department; and maintain optimum
standards of nursing practice for continuity of patient
care through preoperative assessment and preparation,
operative procedures, and postoperative evaluation.
Common duty titles include: operating room supervisor
and staff nurse.

AFSC 9746 -- Nurse Anesthetist (Second Lieutenant
through Colonel). Nurse anesthetists administer
anesthetic agents to patients; perform other
professional nursing duties of a specialized nature;
and manage anesthesia departments u:'er the direction
of a medical officer. Certification b-, the American
Association of Nurse A,esthEtiZ:S as a nure
anesthetist is mandatory.
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AFSC 9756 -- Clinical Nurse (Second Lieutenant
through Colonel). Clinical nurses plan, implement, and
evaluate nursing care for all types of patients; and
within scope of ability, provide specialized care,
consultation, teaching, and conduct research. Common
duty titles include: supervisor, charge nurse, and
staff nurse.

AFSC 9756-A -- OB/GYN Nurse Practitioner (Second
Lieutenant through Colonel). OB/GYN nurse practitioners
provide health care for women by performing physical
examinations required to evaluate OB/GYN problems;
health screening; cancer detection; family planning;
and prenatal and postnatal care under The supervision
of a physician.

AFSC 9756-B -- Pediatric Nurse Practitioner (Second
Lieutenant through Colonel). Pediatric nurse
practitioners provide health care for children (newborn
through adolescence) by physical assessment in the well
child for maintenance; assess and manage common medical
problems and stabilized chronic major illnesses; and
interview and counsel parents under the supervision of
a physician.

AFSC 9756-C -- Primary Care Nurse Practitioner
(Second Lieutenant through Colonel). Primary care nurse
practitioners perform physical examinations and assess
health care needs of patients; institute treatment
within the scope of his or her abilities, and refer
complex problems to appropriate members of the Health
Care Team; and work under the supervision of a
physician.

AFSC 9756-D -- Educational Coordinator (Second
Lieutenant through Colonel). Educational coordinators
plan, coordinate, and conduct educational programs for
nursing service personnel. A bachelor's degree in
nursing is mandatory for this speciality.

AFSC 9766 -- Flight Nurse (Second Lieutenant
through Colonel). Flight nurses provide comprehensive
nursing care for all types of patients on aeromedical
evacua-.ion and airlift flights.

AFSC 9776 -- Nurse Midwife (Second Lieutenant
through Colonel). Certified nurse midwives are
academically and clinically preca:ed to manage and
provide primary health care to women in childbirth,
parenting, prenatal education, family planning, and
newborn he . h care. Functions on the health team
include antepartum management, intrapartum management,
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and delivery and postpartum management. Certification
as a nurse midwife by the American College of Nurse
Midwives is mandatory for this speciality.

AFSC 9786 -- Environmental Health Nurse (Second
Lieutenant through Colonel). Environmental health
nurses apply nursing and environmental health
knowledge, techniques, and skills for health protection
purposes; take part in developing procedures and
techniques; and conduct or supervise environmental
health nursing functions.

The population studied is 4,298 of the 5,124 (83.88

percent) U.S. Air Force Nurse Corps officers on active

duty; in the rank/giade of Second Lieutenant (2LT), First

Lieutenant (MLt), Captain (Cpt), Major (Maj), Lieutenant

Colonel (LtC), -;nd Colonel (Col); in Air Force Speciality

Codes (AFSCs) 9716 (Nursing Administrator), 9726 (Mental

Health Nurse), 9736 (Operating Room Nurse), 9756 (Clinical

Nurse), and 9756-D (Education Coordinator); assigned to

USAF Medical Treatment Facilities (MTFs), in the

Continental United States (CONUS) and Overseas (OS).

The sample consisted of 1,200 nurses chosen from the

4,298 nurses as represented in Table 4.

Sample size was determined in consultation with thesis

supervisory committee and the Research Professor!

Statistician, University of Utah, College of viursinc/

College of Medicine. An attempt was maze to make the size

representative of the sample population.

Currently, there are 124 Medical Treatment Faci 1 '-ies

(MTFs) in the Air Farc-, grouz-e- by e:- size, loa: in

the Continental Unite. States (CONUS) n=82) and Overseas
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(OS) (n=42); Medical Center, 165 - 1000 beds (n=8) (CONUS

n=6, OS n=2); Hospital, 70 - 160 beds (n=12) (CONUS n=10,

OS n=2); Hospital, 40 - 65 beds (n=15) (CONUS n=13, OS

n=2); Hospital, 30 - 35 beds (n=18) (CONUS n=16, OS n=2);

Hospital, 2 - 25 beds (n=29) (CONUS n=21, OS n=8); and

Clinic, 0 beds (n=42) (CONUS n=16, OS n=26). Due to the

limited availability of some ranks and AFSCs at the MTFs,

total random ,selection of the MTFs was not :ossible;

therefore, all MTFs were utilized in the study.

Approval to conduct this study was obtained through the

Air Force Military Personnel Center, Persor.nel Survey

Branch, and assigned a survey control number "USAF SCN

86-99 (expires 30 November 1986)" via the Air Force

Institute of Technology, Evaluation and Technology Branch;

the University of Utah Review Committee for Research with

Human Subjects; and thesis supervisory committee.

Procedure

The method used was a two-stage/convenience sample,

using a stratified, quota, random sampling.

Surveys were sent to each MTF in varying numbers,

depending upon the MTF size and AFSC availab4ilty (range:

Clinic, 1 survey; Medical Center, 35 surveys). Because

actual numbers of nursing personnel assigned to the MTFs by

AFSC and rank was not available, it was assu1ed that the

larger MTFs would have the most staff. it w a : asZ":e:

that the larger MTFs would have AFSC 9716s with the rank of

r 24" Z W .. . % .** , * * ......-...
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Colonel. A worksheet, provided by the Nurse Corps Career

Management Branch at the Air Force Military Personnel

Center, entitled "AFSCs Utilized at USAF Hospitals,

Clinics, and Flying Units" listed the MTFs by size,

location (CONUS and OS), and AFSC availability. From this,

it could be determined, that by AFSC, of the 124 MTFs, the

following numbers were available: 9716, R=123; 9726, n=13;

9736, n=78; 9756, n=114; and 9756-D, R=53. An additiona'

worksheet provided by the Air Force Military Personnel

Center, entitled "Worldwide Medical Directory for Command

and Chief Nurses" listed names of all MTF chief nurses, and

the MTF address and location.

An attempt was made to limit the total number of

surveys sent to each MTF, in order not to overburden the

MTF chief nurse. In order to insure that the minimum number

of subjects in each category desired could be met, each

survey participant was preidentified by rank and AFSC (see

Appendix A for a complete listing of MTFs and survey break-

down).

The predetermined quantity of preidentified surveys was

sent to each MTF chief nurse (SGHN), with the request that

they randomly distribute the surveys according to the

directions in the cover letter (See Appen(dix B for SGHN

cover letter).

Each survey pac lza e consisted o': 1) a cover lette:

from the Chief, Nurse Corps Carcer Feent ranch,

1.1W
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Office of the Surgeon (HQ AFMPC/SGCN); 2) a cover letter

signed by this researcher; 3) the survey, in two parts; and

4) a stamped, preaddressed, sealable return envelope.

The Chief, Nurse Corps Career Management Branch, cover

letter (HQ AFMPC/SGCN) explained the concern that nursing

managers have with premature nurse turnover, how turnover

can be prevented, and asked for participation in this

-reseirch (see Appendix B for HQ AFMPC/SGCN cover letter).

The cover letter signed by this researcher explained

the purpose of the research, explained the uses of the

survey information, requested voluntary participation, and

instructed the participant in the procedures for filling

out the survey and returning it. In addition, the cover

letter insured the participants that their anonymity would

be protected. In accordance with Air Force Regulations, the

following statement was included:

In accordance with Public Law 93-573, the Privacy
Act of 1974, you have been informed of the purposes and
uses of the survey information as provided in paragraph
2. Your completion and return of the questionnaire will
indicate your consent to participate in the survey. The
Survey Control Number (SCN) on the questionnaire is
your assurance that the survey has USAF approval and
that no names will be used in reported results.

Additionally, a complete Privacy Act Statement was included

in the letter (see Appendix B for complete cover letter).

Anonymity of the participants was assured as neither

the instructions nor the survey requested the particint'.

name or social security number.

j
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Assumptions

Certain assumptions were made prior to the distribution

of the questionnaire.

It was assumed that the elements involving work-role

design, the levels of satisfactions, and the levels of

turnover intentions could be measured and that the relative

levels could be attained. It was assumed that nurses differ

in the level of importance they attach to the different

attributes of each. Finally, it was assu-.ed that the

participants would answer truthfully, because of the

guarantee of confidentiality and anonymity assured for the

treatment of their responses.

Measurement Tool

The instrument used was an attitude questionnaire,

entitled *Work Role Design," designed and used previously

by John W. Seybolt, Ph.D., Professor of Management, College

of Business, University of Utah. The questionnaire is

designed to study job3 and how people react to them. Minor

changes to it were made with Dr. Seybolt's consent.

The survey/questionnaire consists of 2 parts: Part I

contains 9 sections: 1) "What is desirable to you at

work?," 2) "About your work," 3) "What happens when you do

a really good job?," 4) "Yc -:r expectations at work," 5)

"F-edbactk a work," 6) "Role issues at work., 7)

"Xiscelaneous aspects of your work," 8) "Your job

satisfaction," and 9) open-ended questions; Part II

d qusios Par II ~~
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requests identifying data.

The first section lists some of the characteristics

that could be present on any job, and asks the participant

to indicate the degree in which they would like having them

present in their current job. The characteristics include

those which are extrinsic, intrinsic, interpersonal, and

growth needs. These are measured on a Likert type scale of

4 to 10, from "would like havinc this only a moderate

amount (or less)" to "would like having this extremely

much" (Appendix B).

The second section lists statements that could describe

the job, in terms of skill variety, task identity, task

significance, autonomy, and feedback. These statements are

measured on a Likert type scale of 1 to 7, from "very

inaccurate" to "very accurate" (Appendix B).

The third section lists the same characteristics as in

section one, and asks the participants to indicate what

will happen, in terms of the characteristics, if he or she

perform a good job. As in section one, the characteristics

include extrinsic, intrinsic, interpersonal, and arowth

needs. These are measured on a Likert type scale of 1 to 7,

from "it will decrease a lot; T'll Cet a lot less than now"

to "It will increase a lot; I'll get a lot more than now"

(Appendix B).

The fourth section: deal. wit 1% " h .s beteen ezrt

(little to 100 percent) and e.rr.nce (inimal to

11%.
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excellent), both on a 1 to 7 scale. It also asks the

participant to rate his or her ability (administrative,

interpersonal, and administrative) on a Likert type scale

of 1 to 7, from "far below average" to "far above average"

(Appendix B).

The fifth section lists the different types of feedback

present in the job: Supervisory feedback, which includes

quantity of work (positive and regative), cual4 ty of work

(positive and negative), cverall (positive and negative),

and suggestions for improvement; coworker feedback

(positive and negative); customer/client feedback (positive

and negative); and other department's feedback (positive

and negative). These are measured on a Likert type scale of

1 to 7, from "never" to "extremely often" (Appendix B).

The sixth section lists aspects of the job that deal

with the role issues of: role ambiguity, role conflict,

role overload quantitative, and role overload qualitative.

These are measured on a Likert type scale of 1 to 7, from

"never" to "extremely often" (Appendix B).

The seventh section deals with the miscellaneous

aspects of the job: supervisory role expectations, equity

of rewards, equity of policies and procedures, career

satisfaction (nursing and Air Force), mobility, location,

facility size, retirement intentions, and turnover

intentions. These are meased on a Likert type scale of 1

to 7, from " scrongly disagree" to "strongly aaiee"
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(Appendix B).

The eighth section lists the same characteristics as in

sections one and three, in addition to some of those from

section seven, and asks the participant to indicate how

satisfied they are. As before, the characteristics involve

extrinsic, intrinsic, interpersonal, and growth. These are

measured on a Likert type scale of 1 to 7, from *very

dissatisfied" to "very satisfied" (Appendix B).

The ninth section asks two open-ended questions as to

what the individual nurse would rate as the most important

reason(s) for either leaving or staying with the Air Force.

This section was added to the original instrument in an

attempt to better explain the responses obtained in the

previous eight sections.

The extrinsic characteristics of sections one, three,

and eight include: security, amount of work, promotions,

pay, the work itself, and how the respondents feel after

work. The intrinsic characteristics include: esteem,

autonomy, self actualization, growth, tension, and the -'lob

in general. The interpersonal characteristi; s inclu le_ :

social, the supervisor, and feedback. Growth. involves:

accomplishment, challenging work, creativity, independent

thought, learning, and persna± growth.

The survey is designed to follow the odel res-n: , by

Seybolt (1986) in that itres 1 twks ie I-ofred to

what thfe in v,:,;:aI daS4es at work [section 22compared to
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what the individual receives when doing a good job [section

3], which should equate to the overall satisfaction he/she

has [section 81; 2) the motivating potential of the job

[section 2]; 3) the perceived link between effort and

performance [section 4]; 4) the amount of feedback the

individual receives, both positive and negative [section

5]; 5) the role issues of ambiguity, conflict, and overload

[se:tion 6); 6) the miscellaneous aspects of the

supervisor's expectations, equity of rewards, equity of

policies and procedures, career satisfaction, mobility,

turnover intentions, retirement intentions, nursing, the

organization, location, and size of the facility [section

7); and 7) the overall job satisfaction [section 8].

Part II requests identifying data, which consist of the

biographic, demographic, and professional data of the

individual. These data include the participant's age, sex,

marital status, number of dependent children, primary wage

earner status, facility size, location, length of

assignment, major command of facility, AFSC, position

title, speciality, rank, years in nursing, years in Air

Force, component of service, and education level.

For a comolete listing of how the individual questions

are subdividA into variable categories, see Appendix C.

* S,*~ *~S*C 0** W * ~ % ** 4 ~*** . - . ,. . -

p ~ -6* -



CHAPTER 5

ANALYSIS OF THE DATA

Of the 1,200 surveys sent, 897 were returned for a

return rate of 74.75 percent. Of these, 885 were usable,

for an adjusted return rate of 73.75 percent.

Originally, 10 weeks were allowed for the surveys to be

completed and returned. Three weeks after being sent, a

thank you/reminder letter was mailed to each facility chief

nurse. This, in turn, brought to light unforseen problems

with the postal system; i.e., some chief nurses responded

to the letter saying that they had not yet received the

surveys. Therefore, the time limit for the return was

increased to 14 weeks. All returned surveys were received

during this 14 week period.

Comparison to Proposed Sample Plan

The comparison of the surveys received is limited to

AFSC, rank, and facility size (Table 5). With AFSC, the

return ranged from a low of 60.87 percent for the 9726

career field, to a high of 92.16 percent for the 9716
Z

career field. By rank, the return ranged f rom a low of

55.56 percent for 2nd Lts to a high of 90.91 p.rcent for Lt

Colonels. Taken together, the return rnn--: fr3r none

returned for the 9756-D 1st Lts to a high of 102.78 percent

1-M
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for the 9716 Lt Colonels (the percentage over 100 is due to

one more survey returned than requested in the sample

plan). In addition, two unsolicited surveys from 9746

(Nurse Anesthesia) Majors were received and subsequently

included in the study.

In relation to the facilities that were sent surveys,

overall, 95.16 percent of them participated (Table 6).

Furthermore, cf those facilities with inpatient capability

(hospitals, n=82), participation was 100.00 percent; for

those without the inpatient ctpability, (clinics, n=42), the

participation was 85.71 percent. One unsolicited survey

from a 9716 Colonel, assigned to a Major Command

Headquarters, was received and subsequently included. By

facility size grouping (in relation to the percentage of

surveys returned), participation ranged from a low of 70.69

percent (Medical Center) to a high of 85.71 percent

(clinic). By individual facility, excluding the clinics

(only one survey was sent to each clinic, which could only

result in either 0.00 percent or 100.00 percent

participation), the return percentage ranged from a 'ow of

16.67 to a high of 100.00 (both ioercts .... in th;

Hospital with less than 30 beds).

Comparison to the Nurse Ccrzs

To determine if aener a1z ior c - ,

Cor-.-' population mint -h - Z .

demographic characteristics (where avai- ,'e) W c co72,,1 rc

W, Z Z Z~lxz rzeZ~r-P "ZOZ. 1"ZfZP -lY 4. *- 11 Z-



112

Ln 0 0D
('4 '.00D

-D.4 0; C4 0 a0

3O Ln r- fnD C

eP 0
LA LA r4 0 C I I

an Ln l

1.
("4 ens -4 LA

%D '0 -4 CD %0 r -
u

0 (fl r4 4. LA; 1 1

N

wLO - %D0 4m-4 %0 .- 4 LA
>1 0z :3 CD- to m D eno
4.J 0J ('1 CIA- -4 -4

-4

.O4 0q 04 ('4 04

E-4 Z -

0

CDDC

>1 CD 0C0 0 0 CD0

CD CD C) c

.4 0- co 00 04 inAL
r_4 0D 04 (n 0004

>4 > -4 a -4 - 4 -4 -4

-4 u 4-4- 4 Dw -

19to w ) 0C)z 0 CD z 0 v .Z LAz A

04 "T0 -4

-OL.A



113

to like characteristics of the respondents. In addition,

other general characteristics are also presented. The Nurse

Corps' summary characteristics are obtained from the Air

Force Military Personnel Center's, Medical Personnel

Information Summary, September, 1986. Some problems with

the comparisons were encountered in that the demographics

are presented to reflect either the total Nurse Corps'

population (n=5,124) which includcs all the nursing AFSCs,

or they can edSily be grouped according to those AFSCs

represented in the sample (n=4,298) (Table 7).

A summary of the characteristics are:

Ace: The respondent's ages range from a low of 21 to

58 years old, with the majority of the sample in the 26 to

30 year group (30.6 percent). The average age is 32.21

years. Comparison ages are not available.

Sex: Of interest here is the apparent exact match of

percent population (n=4,298) with the study.

Marital Status: This characteristic is presented as

representative to the total population (n=5,124), thus

lowering the comparison percentage. In addition, the Nurse

Corps only indicates if the individual is ma'ried or sin-v

(which includes those single, divorced, separate,., a n

widowed). The percentages appear to match closely, with

there being more married personnel than sinoie. T .e

sampl e has a slightly igher percentage c f I .....

spouses, and it appears that the F.? centae c h

~~~~~~~~ ft'V . V .. - p.-
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Table 7

Comparison of Summary Characteristics

Actual Study Percent
Air Force Sample Air Force
(N-5124) (N-885)

Characteristics NN % I

Age:

21 - 25 146 16.5
26 - 30 271 30.6
31 - 35 213 24.1
36 - 40 159 17.9
41 - 45 66 7.4
46 - 50 23 2.6

> 50 7 0.8
Mean age 32.21

Sex:

Male 821 19.1 169 19.1 20.6
Female 3477 80.9 716 80.9 20.6

(N-4298)

Marital Status:

Married 2669 52.1 469 53.0 17.6
Single 328 37.1
Divorced 76 8.6
Separated 11 1.2
Widowed 1 0.1
(Total Single) 2455 47.9 416 47.0 16.9

Civilian Spouse 1702 63.8 266 56.7 15.6
Military Spouse 967 36.2 203 43.3 20.9
Stationed Together 92.0 175 86.2

Dependent Children:

0 Families 306 34.58
* Children

1 124 40.5
2 132 43.1
3 37 12.1
4 10 3.3
5 3 1.0

Single parents 255 41 13.40 16.1

Primary Wage Earner:

Yes 720 81.4
No 145 16.4
Uncertain 20 2.3

Air Force Speciality Code (AFSC):

9716 287 6.7 94 10.6 32.7
9726 166 3.9 56 6.3 33.7
9736 335 7.8 93 10.5 27.8
9756 3436 79.9 612 69.2 17.8
9756-D 74 1.7 28 3.2 37.8
Other (9746) 2 0.2 -.-

Rank:

2nd Lt 1072 24.9 170 19.2 15.9
1st Lt 1013 23.6 201 22.7 19.8
Captain 1416 32.9 305 34.5 21.5
Major 580 13.5 136 15.4 23.5
Lt Colonel 168 3.9 50 5.6 29.8
Colonel 49 1.1 23 2.6 46.9

Z-
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Table 7 (Continued)

Actual Study Percent
Air Force Sample Air Force
(N-5124) (N-885)

Characteristics N N % %

AFSC and Rank:

9716: 287 94
2nd Lt NA NA NA NA NA
lst Lt NA NA NA NA NA
Captain 4 1.4 0 0.0 0.0
Ma]or 119 41.5 34 36.2 26.6
Lt Colonel 118 41.1 37 39.4 31.4
Colonel 46 16.0 23 24.5 50.0

9726: 166 56
2nd Lt 44 26.5 13 23.2 29.6
1st Lt 33 19.9 10 17.9 30.3
Captain 58 34.9 25 44.6 43.1
Major 28 16.9 6 10.7 21.4
Lt Colonel 3 1.8 2 3.6 66.7
Colonel NA NA NA NA NA

9736: 335 93
2nd Lt 76 22.7 16 17.2 21.1
1st Lt 55 16.4 15 16.1 27.3
Captain 136 40.6 40 43.0 29.4
major 54 16.1 19 20.4 35.2
Lt Colonel 12 3.6 3 3.2 25.0
Colonel 2 0.6 0 0.0 0.0

9756: 3436 612
2nd Lt 952 27.7 141 23.0 14.8 %
lst Lt 923 26.9 176 28.8 19.1 ,,
Captain 1189 34.6 228 37.2 19.2 %
major 343 10.0 61 10.0 17.8
Lt Colonel 28 0.8 6 1.0 21.4
Colonel 1 0.0 0 0.0 0.0

9756-0: 74 28
2nd Lt NA NA NA NA NA
1st Lt 2 2.7 0 0.0 0.0
Captain 29 39.2 12 42.9 41.4
Major 36 48.6 14 50.0 38.9
Lt Colonel 7 9.5 2 7.1 28.6
Colonel NA NA NA NA NA

Other (9746): 2
Ma]or 84 29.1 2 100.0 2.4

Facility Assigned (Total Nurse Corps):

Hospital 3962 77.3 848 95.8 21.4
Clinic 133 2.6 36 4.1 27.1

Other 1029 20.1 1 0.1 0.1

Facility Assigned (by size):

Mod Ctr > 160 bed 205 23.2
Nosp 70 - 159 bed 177 20.0
HOsp 40 - 69 bed 166 18.8
Hosp 30 - 39 bed 139 15.7
Hosp < 30 bed 161 18.2
Clinic 36 4.1
Other 1 0.1

Location:

CONUS: 692 78.2 .0
Ovecseas: 193 21.8

%.
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Table 7 (Continued)

Actual Study Percent
Air Force Sample Air Force
(N-5124) (N-885)

Characteristics N N s

Career Status:

Initial Active Duty: 2171 50.51 293 33.1 13.5
Indef. Reserve Status: 771 17.9 269 30.4 34.9
Regular: 1088 25.31 314 35.5 28.9
Other: 268 6.24 9 1.0 3.4

(N-4298)

Education (Highesth:

Assoc Degree: 69 1.4 12 1.4 11.4
Diploma 287 5.6 24 2.7 8.4
Bachelor's 3685 71.9 698 78.9 18.9

Nursing (659) 74.5
Other (39) 4.4

Master's 679 13.3 150 17.0 22.1
Nursing (58) 6.6
Other (92) 10.4

PhD 4 0.1 1 0.1 25.0
Unknown 399 7.8 - -W- -.-

Time on Station (years):

0 1- 332 37.5
1-2 308 34.8
2 - 3 166 18.8
3 - 4 63 7.1 %.
> 4 15 1.7 %

Mean 1.61 '

Years in Air Force:

0 - 1 583 13.6 69 7.8 11.8

1.5 - 3 1081 25.2 231 26.1 21.4
3.5 - 5 619 14.4 137 15.5 22.1
6 - 10 1041 24.2 223 25.1 21.4

11 - i5 553 12.9 116 13.0 21.0
16 - 20 319 7.4 85 9.6 26.7
21 - 25 85 2.0 22 2.4 25.9

> 25 17 0.4 2 0.2 11.8
Mean (N-4298) 7.318

Years in Nursing:

0 - 1 22 2.5
1.5 - 3 179 22.7
3.5 - 5 138 15.6
6 - 10 247 27.8

11 - 15 146 16.4
16 - 20 87 9.9

21 - 25 40 4.5
26 - 30 22 2.5

) 30 4 0.4
Mean 9.090

b"

rU



117

stationed together is lower; however, this comparison may

be in error as the 92 percent is the verbal percent given

by the Military Personnel Center.

Dependent Children: There are no comparison data for

the number of dependent children. With the sample, 34

percent have children and of these, 13.4 percent are single

parents. The only comparison is made with the number of

single parents, which results in 16.1 percent of the

population.

Primary Wage Earner: In general, the majority of the

respondents indicate that they are the primary wage earner.

Those uncertain include the "no response' and those that

stated Oboth.' No comparison data are available.

Air Force Speciality Code (AFSC): Although the largest

portion of the respondents are in AFSC 9756, their

comparison percentage is lowest. In comparison, the other

percentages are fairly high.

Rank: A significant difference is noted in the number

of 2nd Lts responding as compared to the total population.

The other ranks show a greater percentage return than the

Air Force population.

AFSC and Rank: In general, the comparison percentages

appear to be significant in AFSCs 9716, 9726, 9736, and

9756-D. For AFSC 9756, the percentage is lower, and is

probably due to the overall number of nurses in this

population. Of note are the low n's in the study sample for
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some of the subgroups; however, the comparison percentages

appear to be high. Due to the low number of the 9746 Majors

in the sample, the comparison percentage is low.

Facility Assigned: Comparison can only be made by

hospital, clinic and other. In general, the comparison

percentages are high, except for the nonexistent other

category. By size, a greater return is noted from the

Medical Center and Hospital 70 - 159 bed; however, this is

probably due to these two subgroups having all the sariplc

AFSCs available (AFSC 9726 is not assigned to the other

facilities). The other facility categories are similar. The

percent from the clinic is low due to the low number of

surveys initially sent.

Location: Although comparison data are not available,

in relation to the number of surveys sent to facilities in

the CONUS, the return rate equates to 72.31 percent; for

those sent overseas, the return rate is 79.42 percent.

Career Status: The "other" category is lowest;

however, it may be explained by how the respondents

answered. The low percentage for the ":nitial Active Buty"

is probably due to the low number of 2r Lts responding in

the study. The higher percent of the "indefinite reserve"

category may be due to the number of ls: Lts and Captains

in the sample, as "regular" is normally given to the older

-antains and Majors. Most of the higher ranks are reilar.

Education: The comparison pezcentage in-icates that

' ':-'-k-
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the "Diploma" category is lowest, followed by the

"Associate Degree." The raw data indicate that the majority

of the nurses have, at a minimum, a bachelor's degree. This

can be explained, as a "Bachelor's Degree" is generally

required for entry into the Nurse Corps.

Time on Station: Comoarison statistics are not

available. The data, however, indicate that over 70 percent

of the sample have been on s*ation for less than two years,

with the mean time on station of 1.61 years.

Years in Air Force: The comparison percentages for the

year groups "0 - l" an. "> 25" are low; and the low

percentage for the "0 - 1" is probably due to the low

number of 2nd Lts responding. The mean years in the Air

Force for the sample is 7.318; however, comparison data fr

this measure are not available.

Years in Nursina: Summary statistics are not available

for comparison. The data, however, indicate that the

majority of the respondents (85.00 percent) have less than

15 years experience.

Reliabilitv of the Survev

Factor groupincs used in this study were credct~mined

by Seybolt (1978; 1983). Although the entira :re.sue;t

tool was administered, rnl'!- those items significa-t to this

study were analvzed, i. ., section ., Expecti ins ws

included; however, si-L- ac ua zerz.. unce d a x. not

requested, the measure cannot be used. Reliability testing
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was done using Cronbach's Coefficient Alpha, which

concludes that the higher the coefficient, the greater the

reliability.

Cronbach's Alpha was used to measure the overall

reliability of each main section and the subgroupings that

made up the section (Table 8). The total alphas for the

sections were reasonably high (.74589 to .95381) indicating

that, in general, each section consisted of a homoge::ous

grouping. However, when the subsections werc separated from

the total section, some decreases in the alpha coefficients

were noticed. Even with these decreases, due to the high

section alphas, it can be assumed that the instrument was

measuring what was intended.

The low measures for Section I, Extrinsic (.44788) and

Interpersonal (.53683); Section II, Task Significance

(.32298) and Autonomy (.58141); and Section III (Extrinsic

(.42388) and Interpersonal (.56612) might be explained due

to the variability of the responses to the questions, or to

the premise that some of the questions within the subgroups

should not have been included.

Turnover

Research Question . What are the turnover intentions in

the study sample?

Two measures of turnove- are used in this study, and

are reached by combining 4 questions from Section 7. These

-. r e -0 e J" '.
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Table 8

Reliability Data

Section I *Desire*

Category N N Alpna
Questions Cases Items Coefficients

Overall
01 to 019 881 19 .84714

Extrinsic
03, Q12, 013, Q14, 016, Q18 882 6 .44788

Intrinsic
01, Q4, QS, Q7, 010, Qil, QiS, 017 883 8 .79500

Interpersonal
Q9, 019 884 2 .53683

Growth
02, 04, 06, 08, O0, 015 883 6 .80190

Section II *About Your Work*

Category N N Alpha
Questions Cases Items Coefficients

Overall
01 to 010 882 10 .74589

Skill Variety
01, 03 882 2 .65973

Task Identity
02, 05 882 2 .78706

Task Significance
04, 06 883 2 .32298

Autonomy
Q8, 010 883 2 .58141 %

Job Feedback
07, 09 883 2 .62532

Section IiI *What Happens*

Category N N Alpha
Questions Cases Items Coefficients

Overall
01 to Q19 872 19 .86943

Extrinsic
03, Q12, 013, 014, 016, 018 874 6 .42388

Intrinsic
01, 04, 05, 07, 010, 011, 015, 017 875 8 .85630

L

Interpersonal
09, 019 877 2 .56612

Growth
02, 04, 06, Q8, 010, 015 876 6 .84086 IA
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Table 8 (Continued)

Section IV 'Expectations'

Category N N Alpna
Questions Cases Items Coefficients

Measured but not Analyzed

Section V 'Feedback'

Category N N Alpha

Questions Cases Items Coefficients

Overall
Q1, 03 to 07, 09 to 016 868 14 .82043

Supervisor Positive
Q1, 06, 09, 016 879 4 .93603

Supervisor Negative
04, 012, 013, 015 876 4 .91808

Co-worker Positive
010, 014 879 2 .89728

Co-worker Negative
Q3, 07 879 2 .71405

Client Positive
as 874 1 1.369 S.D. *

Client Negative
Ol 872 1 1.483 S.D.

Standard deviation used for single item measures.

Section VI *Role Issues*

Category N N Alpha
Questions Cases Items Coefficients

Role Ambiguity
01, 05t 09, 013, Q17 882 5 .75234

Role Conflict
02, 06, 010, 014, 018 881 5 .73248

Role Overload Quantity
03, 07, 011, 015, 019 881 5 .78258

Role Overload Quality
04, 08, 012, 016, 020 883 5 .77468
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Table 8 (Continued)

Section ViI *Miscellaneous'

Category N . Alpna
Questions Cases Items Coefficients

Equity of Rewards
03, Q13, Qi7 882 3 .74893

Equity of Policies
08, 022, 028 882 3 .74893

Mobility
02, Qil, Q18, 023 880 4 .61949

Turnover Intentions
06, Q14 884 2 .79883

Turnover w/o Commitment
Q4, Q27 881 2 .83268

Section VIII "Satisfaction*

Category N N Alpha
Questions Cases Items Coefficients

Overall
01 to Q23 870 33 .95381

Extrinsic
03, 08, 014, 015, 017, Q19,
021, 023, Q25, 026, 032, 033 871 12 .83261

Intrinsic
01, 04, 06, 09, 012,
Q13, 018, Q20, 028, 029 882 10 .93362

Interpersonal
011, 022, Q24, 027 884 4 .70302

Growth
02, 04, 07, 010, 012, 018 882 6 .91437

Nursing
016, 031 884 2 .93411

Air Force
05, 030 993 2 .89537

%S
a,
.1
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questions measure either the overall intent to leave or

remain with the organization. They differ in that two of

the questions ask for general intentions, while two asi for

intent after the removal of any "forced commitment."

Turnover Measure #1 (TO#l)

This measure combines question #6, "I have serious

intentions about leaving this organization (Air Force)

within the next year" and question #14, "Not counting

retirement, I will be working for this organization (Air

Force) one year from now, if I have my way." Question #14

is reverse scored to indicate turnover intentions. Both

questions are measured on a Likert type scale from 1 to 7,

with 1 "I strongly disagree" and 7 "strongly agree." The

average of these two questions is used to determine overall

intent. A low response indicates low intent, while a high

response indicates high intent. Low intentions for turnover

are those responses that are within 1 to 2.5; middlle intent

are those that are greater than 2.5 but less than 5.5, and

high intent are those from 5.5 to 7 (Table 9).

Turnover Me:7ure 42 (-: :

The Air Force reqcires i forced commitment (Active D-ty

Service Commitment, -DSC) for numercs r asons; i.e., the

initial active duty co.c:nirent is Lo: 3 years, promoticn

req Ies 2 yearZ, mvin fr-m statin % station is 1 y, :

etc. This means that at a minimum, before the individuI

01. r e O e
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Table 9

Turnover Intentions
(TOWl)

Absolute
Intent Response Frequency (Total) Percent (% Total)

1.0 245 27.7
Low 1.5 116 (584) 13.1 (66.1)

2.0 171 19.3
2.5 52 5.9

3.0 56 6.3
3.5 37 4.2

Mid 4.0 69 (216) 7.8 (24.4)
4.5 31 3.5
5.0 23 2.6

5.5 14 1.6
High 6.0 14 (84) 1.6 (9.5)

6.5 20 2.8
7.0 36 4.1

N = 884
Mean = 2.559
Standard Deviation = 1.692
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can saparate or retire, their service commitments must be

completed.

The second turnover measure removes this commitment and

is reached through combining question 4 "Even if I did not

have a service commitment (ADSC) I would remain on active

duty" and question 27 "If I did not have a service

commitment, i.e., ADSC, I would resign within the next six

months." Question 4 was reverse scored to indicate

"turnover intent." Both questions were answered on a Likert

type scale from 1 to 7 with 1 indicating "I strongly

disagree" and 7 indicating 'strongly agree." The average of

these two questions is used to indicate overall turnover

intent. A low response indicates a low intent, and a high

response indicates a high intent. As with TO#l, low

intentions for turnover are those responses that fall

within 1 to 2.5; middle intent are those that are greater

than 2.5 but less than 5.5; the high intent are those from

5.5 to 7 (Table 10).

TO#2 indicates a 10 percent high intent for curnover,

which is greater than the 9.5 cercent for TDiI. In

addition, the mean score for this measure 2. 72, wb -h

is greater than the mean score of TO# (2.552).

one to assume that when the "forced commitment" is e ,

the turnover intent increases.

Pearson Ccrrelati -.-.. b:-e e nc

which indicat-es that the oe~~a Sr ooe, bt c~
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Table 10

Turnover Intentions
(TOt2)

Absolute
Intent Response Frequency (Total) Percent (% Total)

1.0 166 18.8
Low 1.5 127 (541) 14.4 (61.4)

2.0 170 19.3
2.5 78 8.9

3.0 70 7.9
3.5 42 4.8

Mid 4.0 75 (252) 8.5 (28.6)
4.5 42 4.8
5.0 23 2.6

5.5 19 2.2
High 6.0 24 (88) 2.7 (10.0)

6.5 18 2.0
7.0 27 3.1

N - 881
Mean - 2.732
Standard Deviation = 1.629

i-
• 1

a a *i¢' ' W "wl *w . - j'-, ", ." %" ."0'vw' r- .rj,1%U "- m q -% * - . % .,*- * , •-
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mutually inclusive of each other. This is probably due t,-

the wording of the questions, i.e., TO#1 zpecifies a period

of 1 year, while in TO#2, question #4 does not have a ti.Tie

element, and #27 specifies 6 months.

Demographics of Turnover

The demographic characteristics of the sample, in

relation to both measures of turnover are presented in

Table 11.

Significant findings from the table follow. In general,

these findings will be from the high intentions for

turnover:

Ace: For TO#l, the percentages indicate that the

sample is bimodal, with the youngest and oldest ages at

higher risk for turnover. In TO#2 the mean age is lower,

and the percentages of the lowest ages are highest,

indicating that the younger age groups are most at risk.

Sex: The percentages indicate that the females are at

higher risk for turnover.

Marital Statu : In both TO#l and TO#2, the percentages

indicate that the single population, followed cio-e'$ ty

those divorced are high risk. For those marrie:, a .

risk is noted in those married to another nilitary 1eybe ,

while being stationed together shows itl- dif-:r .

significant percentage increase is nozel f

single parents.
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Table 11

Comparison of Turnover Characteristics

Turnover (TOIL) Turnover w/o Comutamnt (70#2)

General High Middle L High Middle LAW

Sa [le Intent Intent Intent Intent Intent Intent

Charateristics N % N % N ? N I N N 0 N %

Totals: 885 100.0 84 9.6 216 24.4 585 66.0 88 10.0 252 28.6 545 61.4

21 - 25 146 16.5 20 13.7 44 30.1 82 56.2 25 17.1 47 32.2 74 50.7

26 - 30 271 30.6 30 11.1 81 29.9 160 59.0 35 12.9 89 32.8 147 54.2
31 - 35 213 24.1 20 9.4 48 22.5 145 68.1 17 8.0 58 27.2 138 64.8
36 - 40 159 17.9 2 1.3 28 17.6 129 81.1 4 2.5 40 25.2 115 72.3
41 - 45 66 7.4 6 9.1 11 16.7 49 74.2 5 7.6 15 22.7 46 69.7
46 - 50 23 2.6 3 13.0 3 13.0 17 73.9 2 8.7 3 13.0 18 78.3

) 50 7 0.8 3 42.9 1 14.3 3 42.9 - 0.0 - 0.0 7 100.0 A
Mean: 32.210 31.298 30.810 32.872 29.534 31.210 33.119

Sex,
male 169 19.1 9 5.3 42 24.8 118 69.8 12 7.1 43 25.4 114 67.5
Fenale 716 80.9 75 10.5 174 24.3 467 65.2 76 10.6 209 29.2 431 60.2

Marital Status: N
Married 469 53.0 39 8.3 115 24.5 315 67.2 41 8.7 124 26.4 304 64.8
Single 328 37.1 38 11.6 81 24.7 209 63.7 39 11.9 107 32.6 182 55.5
Divorced '6 8.6 7 9.2 17 22.4 52 68.4 8 10.5 19 25.0 49 64.5
Separated 11 1.2 - 0.0 3 27.3 8 72.7 - 0.0 2 18.2 9 81.8
Widowed 1 0.1 - 0.0 - 0.0 1 100.0 - 0.0 - 0.0 1 100.0

Civilian Spouse 266 56.7 17 6.4 61 22.9 188 70.7 22 8.3 63 23.7 181 68.0
Military Spouse 203 43.3 22 10.8 54 26.6 127 62.6 19 9.4 61 30.0 123 60.6
Assign Together 175 86.2 19 10.9 48 27.4 108 51.7 16 9.1 54 30.9 105 60.0
Assign Apart 28 13.8 3 10.7 6 21.4 19 67.9 3 10.7 7 25.0 18 64.3

Families f 306 19 6.2 75 24.5 212 69.3 25 8.2 83 27.1 198 64.7
Single Parent 41 13.4 3 7.3 13 31.7 25 61.0 6 14.6 12 29.3 23 56.1

Primary Wage Earner:
Yes 720 81.4 63 8.7 175 24.3 482 66.9 70 9.7 205 28.5 445 61.8
No 145 16.4 20 13.8 36 24.8 89 61.4 17 11.7 41 28.3 87 60.0
Uicertain 20 2.3 1 5.0 5 25 14 70.0 1 5.0 6 30.0 13 65.0

Facility Assigned: (by bed size)
Med Ctr > 160 205 23.2 20 9.8 42 20.5 143 69.7 18 8.8 59 29.8 128 62.4
Hasp 70 - 159 177 20.0 16 9.0 50 28.2 111 62.7 25 14.1 55 31.1 97 54.8
Hosp 40 - 69 166 18.8 14 8.4 38 22.9 114 68.7 17 10.2 40 24.1 109 65.7
Hosp 30 - 39 139 15.7 18 12.9 41 29.5 80 57.6 14 10.1 47 33.8 78 56.1
Hosp < 30 161 18.2 14 8.7 41 25.5 106 65.8 14 8.7 45 27.9 102 63.4
Clinic 36 4.1 1 2.8 4 11.1 31 86.1 - 0.0 6 16.7 30 83.3
Other 1 .1 1 100.0 - 0.0 - 0.0 - 0.0 - 0.0 1 100.0

Location:
CONaS 692 78.2 73 10.5 168 24.3 451 65.2 73 10.5 198 28.6 421 60.8
Overseas 193 21.8 11 5.7 48 24.9 134 69.4 15 7.8 54 28.0 124 64.2

AFSC:
9716 94 10.6 9 9.6 8 8.5 77 81.9 5 5.3 13 13.8 76 80.8
9726 56 6.3 5 8.9 9 16.1 42 75.0 6 10.7 19 33.9 31 55.4
9736 93 10.5 8 8.6 26 29.0 59 63.4 11 11.8 27 29.0 55 59.2
9756 612 69.2 61 10.0 170 27.8 381 62.2 65 10.6 187 30.6 360 58.8
9756-0 28 3.2 1 3.6 3 10.7 24 85.7 1 3.6 4 14.3 23 82.1
Other (9746) 2 0.2 - 0.0 - 0.0 2 100.0 - 0.0 2 100.0 - 0.0

RMN A
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Table 11 (Continued)

Turnover (TOR1) Turnover w/o Ccu'iuent (1002)

General High Middle Low High Middle LAW
Sample Intent Intent Intent Intent Intent Intent

Characteristics N % N S N % N % N t N 9 N I

Rank:
2nd Lt 170 19.2 10 5.9 45 26.5 115 67.6 26 15.3 57 33.5 87 51.2
1st Lt 201 22.7 34 16.9 62 30.8 105 52.2 32 15.9 62 30.8 107 53.2
Captain 305 34.5 27 8.8 80 26.2 198 64.9 20 6.6 92 30.2 193 63.3
Ma3or 136 15.4 4 2.9 22 16.2 110 80.9 5 3.7 34 25.0 97 71.3
Lt Colonel 50 5.6 4 8.0 5 i0.0 41 82.0 3 6.0 4 8.0 43 86.0
Colonel 23 2.6 5 21.7 2 8.7 16 69.6 2 8.7 3 13.0 18 78.3

AFSC and Rnk:

9716 94 10.6 9 9.6 8 8.5 77 81.9 5 5.3 13 13.8 76 80.8
Major 34 36.2 1 2.9 3 8.8 30 88.2 0 0.0 9 26.5 25 73.5
it Colonel 37 39.4 3 8.1 3 8.1 31 83.8 3 8.1 1 2.7 33 89.2
Colonel 23 24.5 5 21.7 2 8.7 16 69.6 2 8.7 3 13.0 18 78.3

9726 56 6.3 5 8.9 9 16.1 42 75.0 6 10.7 19 33.9 31 55.4
2nd Lt 13 23.2 2 15.4 1 7.7 10 76.9 2 15.4 6 46.1 5 38.5
Ist Lt 10 17.9 1 10.0 3 30.0 6 60.0 2 20.0 3 30.0 5 50.0
Captain 25 44.6 1 4.0 4 16.0 20 80.0 1 4.0 7 28.0 17 68.0
MaJor 6 10.7 1 16.7 1 16.7 4 66.7 1 16.7 2 33.3 3 50.0
Lt Colonel 2 3.6 - 0.0 - 0.0 2 100.0 - 0.0 1 50.0 1 50.0

9736 93 10.5 8 8.6 26 28.0 59 63.4 11 11.8 27 29.0 55 59.2
2nd Lt 16 17.2 - 0.0 5 31.2 11 68.8 1 6.2 8 50.0 7 43.8
st Lt 15 16.1 3 20.0 3 20.0 9 60.0 1 6.7 5 33.3 9 60.0

Captain 40 43.0 3 7.5 17 42.5 20 50.0 7 17.5 12 30.0 21 52.5
major 19 20.4 2 10.5 1 5.3 16 84.2 2 10.5 1 5.3 16 84.2
Lt Colonel 3 3.2 - 0.0 - 0.0 3 100.0 - 0.0 1 33.3 2 66.7

9756 612 69.2 61 10.0 170 27.8 381 62.2 65 10.6 187 30.6 360 58.8
2nd Lt 141 23.0 8 5.7 39 27.7 94 66.7 23 16.3 43 30.5 75 53.2
1st Lt 176 28.8 30 17.1 56 31.8 90 51.1 29 16.5 54 30.7 93 52.8
Captain 228 37.2 23 10.1 58 25.4 147 64.5 12 5.3 71 31.1 145 63.6
Major 61 10.0 - 0.0 15 24.6 46 75.4 1 1.6 18 29.5 42 68.9
LtColonel 6 1.0 - 0.0 2 33.3 4 66.7 - 0.0 1 16.7 5 83.3

9756-9 28 3.2 1 3.6 3 10.7 24 85.7 1 3.6 4 14.3 23 82.1
Captain 12 42.9 - 0.0 1 8.3 11 91.7 - 0.0 2 16.7 10 83.3
Ma]or 14 50.0 - 0.0 2 14.3 12 85.7 1 7.1 2 14.3 11 78.6
Lt Colonel 2 7.1 1 50.0 - 0.0 1 50.0 - 0.0 - 0.0 2 100.0

Other (9746) 2 0.2 - 0.0 - 0.0 2 100.0 - 0.0 2 100.0 - 0.0
major 2 0.2 - 0.0 - 0.0 2 100.0 - 0.0 2 100.0 - 0.0

Education:
Associate Degree 12 1.4 1 8.3 4 33.3 7 58.3 - 0.0 5 41.7 7 58.3
Diplom 24 2.7 1 4.2 2 8.3 21 87.5 - 0.0 6 25.0 18 75.0
Bachelor's Degree

Nursing 659 74.5 70 10.6 177 26.9 412 62.5 73 11.1 202 30.6 384 58.3
Other 39 4.4 3 7.7 4 10.3 32 82.0 2 5.1 8 20.5 29 74.4

Master's Degree
Nursing 58 6.6 4 6.9 10 17.2 44 75.9 6 10.3 12 20.7 40 69.0
Other 92 10.4 5 5.4 19 20.6 68 73.9 7 7.6 19 20.6 66 71.7

PhD 1 0.1 - 0.0 - 0.0 1 100.0 - 0.0 - 0.0 1 100.0

Career Status:
Initial Active 293 33.1 34 11.6 83 28.3 176 60.1 50 17.1 99 33.8 144 49.1
Indet Reserve 269 30.4 35 13.0 81 30.1 153 56.9 23 8.5 90 33.5 156 58.0
Regular 314 35.5 14 4.5 51 16.2 249 79.3 13 4.2 62, 19.7 239 76.1
Other 9 1.0 1 11.1 1 11.1 7 77.8 2 22.2 1 11.1 6 66.7

%%
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Table 11 (Continued)

Turnover (TOWi) Turnover w/o Caomitment (TOt2)

General High Middle LOW High Middle Low
Sample Intent Intent Intent Intent Intent Intent %

Characteristics N % N % N % N % It % N % N %

Time On Station:
0 - 1 332 37.5 22 6.6 83 25.0 227 68.4 30 9.0 94 28.3 208 62.7
1 - 2 308 34.8 29 9.4 85 27.6 194 63.0 40 13.0 91 29.5 177 57.5
2 - 3 166 18.8 22 13.2 34 20.5 110 66.3 13 7.8 49 29.5 104 62.7
3 - 4 63 7.1 9 14.3 10 15.9 44 69.8 4 6.3 15 23.8 44 69.8
> 4 15 1.6 2 13.3 4 26.7 9 60.0 1 6.7 3 20.0 11 73.3

Means 1.610 1.946 1.542 1.593 1.551 1.599 1.631

Years in Air Force:
0 - 1 69 7.8 4 5.8 21 30.4 44 63.8 10 14.5 28 40.6 31 44.9

1.5 - 3 231 26.1 34 14.7 71 30.7 126 54.5 42 18.2 76 32.9 113 48.9
3.5 - 5 137 15.5 12 8.8 35 25.5 90 65.7 11 8.0 40 29.2 86 62.8
6 -1 0 223 25.1 22 9.9 52 23.3 149 66.8 18 8.1 56 25.1 149 66.8
11 - 15 116 13.0 1 0.9 19 16.4 96 82.8 2 1.7 31 26.7 83 71.6
16 - 20 85 9.6 5 5.9 15 17.6 65 76.5 2 2.3 18 21.2 65 76.5
21 - 25 22 2.4 5 22.7 3 13.6 14 63.6 2 9.1 3 13.6 17 77.3

> 26 2 0.2 1 50.0 - .0 1 50.0 1 50.0 - 0.0 1 50.0
Means 7.318 6.589 6.111 7.868 4.898 6.310 8.174

Years in Nursing:
0 - 1 22 2.5 1 4.5 5 22.7 16 72.7 3 13.6 7 31.8 12 54.5

1.5 - 3 179 22.7 23 12.8 52 29.1 104 58.1 32 17.9 53 29.6 94 52.5
3.5 - 5 138 15.6 13 9.4 41 Z9.7 84 60.9 16 11.6 46 33.3 76 55.1
6 - 10 247 27.8 26 10.5 66 26.7 155 62.8 19 7.7 79 32.0 149 60.3

11 - 15 146 16.4 9 6.2 31 21.2 106 72.6 10 6.8 37 25.3 99 67.8
16 - 20 87 9.9 1 1.1 14 16.1 72 82.8 4 4.6 16 18.4 67 77.0
21 - 25 40 4.5 5 12.5 3 7.5 32 80.0 2 5.0 8 20.0 30 75.0

26 - 30 22 2.5 3 13.6 3 13.6 16 72.7 1 4.5 6 27.3 15 68.2
> 30 4 0.4 3 75.0 1 25.0 - 0.0 1 25.0 - 0.0 3 75.0

Means 9.090 8.917 7.681 9.636 6.750 8.107 9.923

Pt.
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Primary Wage Earner: Both turnover measures show a

higher percentage at risk in the "NO" category.

Facility Assigned: For TO#l, those assigned at the

30-39 bed hospitals have a higher risk, with TO#2, those

assigned at the 70-159 bed hospitals have the higher risk.

Location: A higher percentage is seen in those

assigned in the United States, versus those overse3s.

AFSC: In TO#l, the 9756 AFSC shows a higher risk,

while the 9756-D AFSC has little risk. The other AFSCs are

closely situated. In TO#2, the 9736 AFSC is the highest

risk, followAd closely by the 9726 and 9756 AFSCs; the 9716

AFSC shows a significant drop.

Rank: In TO#l, the Colonels have the highest risk,

followed by the 1st Lts; while in TO#2, the 1st and 2nd Lts

are the highest, and the Colonels drop significantly.

AFSC and Rank:

9716: For both measures, the colonels arE the

higher risk.

* 9726: In TO#l, Majors and 2nd Lts hav-e the

highest risk; while in TO#2, the ist Lts are te hi'Thest,

1 e;osely by Majors an- 2r'5 }

* 9736: In TO#!, Isn Lts have a he hv.c_.e: rsk,
!

followed cl>: !y by Majors; and in T'42, it is t C--ains

a h9Ther f:sk again follo'cwed by the

[* Z -? 11 1. r ts 2s r 1e -7=< ica a n t .

overal ; w n,.o7 .t n's within b th 2O i and 73>T

.5,

~ '..'~ *. * 55 ;°
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9756: In TO#l, the 1st Lts have the highest risk;

while in TO#2 it is the 1st and 2nd Lts.

* 9756-D: The percentage indicates that the Lt

Colonels have the highest risk.

Education: Both measures indicate a high percentage

risk for those having a BSN, and in TO#2, there is a

significant increase in those having a MSN.

Career Status: In TO#l, those in Indefinite Reserve

Status have a higher intent, followed by the Initial Active

Duty and Other categories. In TO#2, the higher risk is in

the Other category, followed by Initial Active Duty.

Time o. Station: In TO#l, the significance is as the

time on station increases, so does the risk for turnover.

This is in apparent contrast with TO#2, which suggests that

as the time on station goes up, the intent goes down.

Years in Air Force: In TO#l, it is significant in that

the highest risk is seen for those over 20 years, followed

closely by the 1.5 - 3 year group. In TO#2, the lower

groups, 1.5 - 3 and 0 - 1 have the highest risk, and the

risk drops off for the later years.

Years 4n Ursing: In TO#l, it appear3 that the sanile

is trimodal with the 1.5 - 3, 6 - 10, and > 20 year groups

havinig the highest risk. In contrast, in TO#2, those under

5 years have the highest risk.

[* Note: These sI ts m ay not be sizriicant due to thC
overall low number cf n's with]in both T#l and TO#2.]

%-
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It is also significant that in Years in Air Force, of

the 84 in the sample for TO#l, 72 (85.7 percent) have fewer

than 10 years, and of the 83 in TO#2, 81 (92.1 percent)

have fewer than 10 years. In comparison to Years in

Nursing, tne same percentages (85.7 percent for TO#1 and 92

percent for TO#2) equate to the number under 15 years,

suggesting that those nurses with intent to leave have more

years nursing experiene than years in Air Force.

Satisfactions

Research Question #2: What are the levels of satisfactions

in the study sample?

Six measures of satisfactions are used in this study,

and are reached through combining the 33 questions in

Section 8. Although the section Alpha Coefficient is high

(.95381), an overall measure was not employed; instead, the

factor groupings used by Seybolt (1978; 1983) were used.

Instead, two general satisfaction measures were employed:

nursing in general and the Air Force. All measures were

done on a Likert type scale, from 1 to 7, with 1 indicatilng

s rong d- s s a cion, 4 indicatina neith r dissati t°

or satisfied, and 7 indicating strong satisfaction. The

average of the questions within each iroucinc is meant to

determine levels oa satisf>.cton. A low res2'n? z iic.

d ssatis4acticn, W'>i h ch rescnrz ... indsc-.;nd

satisfaction.
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Satisfaction of Air Force: This measure was

accomplished by combining questions that looked at the

respondents stated satisfactions with the Air Force in

general (Q5) and as a career (Q30) (Alpha = .89537).

Satisfaction of Nursing: This measure was accomplished

by combining questions that looked at the respondents

stated satisfactions with nursing in general (Q31) and also

as a caraer (Q16) (Nlpha = .93411).

Intrinsic Satisfactions: This measure combines the

specific intrinsic factors: Esteem, questions 6 and 13;

Autonomy, questions 1, 4, and 20; Self- Actualization,

questions 9, 12, and 18; the job in general, question 28;

and the career satisfaction, question 29 (Alpha = .93362).

Extrinsic Satisfactions: This measure was accomplished

by combining specific extrinsic factors: Security,

questions 3 and 15; Tension, question 17; Amount of work,

question 19; Promotions, question 21; Pay, question 14; the

work, question 23; How they felt after work, Mentally,

question 25, and Physically, question 26; Facility size,

question 32; Facility location, question 8; and the Time on

station, question 33 (Alpha = .83261).

Interoerscnal Satisfactions: This measure cor-bines

those factors that contribute to the overall respondents

satisfaction with the interpersonal aspects of their job:

2ocial, questions 11 and 22; their Supervisor, question ",.

and Feedback, question 27 (Alpha = .70302).

'.?
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Growth Satisfactions: This measure combines questions

2, 4, 7, 10, 12, and 18, which identify the respondent's

satisfaction with their opportunities to grow through

stimulating and challenging work, using independent thought

and action, learning new things, being creative and

imaginative, having the opportunity for personal growth and

development, and the feeling of overall accomplishment

(Alpha = .91437).

Mobility: Although not a general measure of

satisfaction, the factor of mobility is included as it

relates to the moderation of the impact of satisfactions on

turnover. This measure is obtained by combining 4 questions

from Section 7. These questions deal with the amount of

difficulty in leaving (Q2), how the respondent rates the

labor market (Qll), the ease in finding a job (Q18), and

the ease in finding a job as good as the one the

respondent's have (Q23) (Alpha = .619-9).

The importance of each individual question on the

general measure is listed in Table 12.

For descriptive purposes, arbitrafy low, middle and

high satisfaction levels were determined. The low level

includes the responses froii 1 to 2.5. The middle level

(respondents who report t ey are neither satI e 7 or

di-satisfied) includes te respones ver 2.5 but I ;s than

5.. The hig.h 1- ve are t-e resp:nses fror 5.5 tc.

These measfes are given in Table 13.
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Table 12

Importance of Individual Variables
on Satisfactions

Satisfaction with Air Force

Q# Variable Correlation

30 Air Force as a Career .95527
5 Air Force in General .94817

Satisfaction with Nursing

Q# Variable Correlation

16 Nursing as a Career .96884
31 Nursing in General .96824

Intrinsic Satisfactions

Q# Variable Correlation

13 Self Esteem .86582
18 Worthwhile Accomplishments .84695

28 Job in General .84252
9 Self Fulfillment .82738

12 Growth and Development .81035
29 way Career is Going .78146
4 Use Independent Thought & Action .77631

20 opportunity to Set Goals .74467
1 Determining Methods & Procedures .71151
6 Prestige in the Organization .70909

Extrinsic Satisfactions

Q# Variable Correlation

25 Feel After work - Mentally .74517

26 Feel After work - Physically .70715
19 Amount of work .69937
23 work in General .64838
17 Tension and Pressure .62472
32 Facility Size .60849
33 Length of Time on Station .59289
21 Promotions .56890
8 Geographic Area of Assignment .53491
3 Feeling of Security .52441

14 Level of Pay .48845
15 Threat of Change .34529

% % %
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Table 12 (Continued)

Interpersonal Satisfactions

Q# Variable Correlation

27 Feedback .81817

24 Immediate Supervisor .79901
11 Conversation with Others .69496
22 Give Help to Others .59016

Growth Satisfactions

Q# Variable Correlation

12 Opportunity for Growth & Development .86041
2 Amount of Stimulating & Challenging Work .85004
7 Opportunity to Learn New Things .84717

10 Opportunity to be Creative .84616
18 Worthwhile Accomplishments .81406
4 Opportunity for Indepentent Thought .81189

Mobility

Q# Variable Correlation

23 Ease in finding a job as good .76675
2 Difficulty in leaving the organization .70473

11 Rating of Labor Market .65902
18 Ease in finding a job .64432

OIL I
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In general, the respondents appear to be satisfied,

although not highly satisfied. The mean scores indicate

that satisfaction with Air Force is highest, followed by

interpersonal, nursing, growth, intrinsic, and last, the

extrinsic satisfactions. Comparison of the satisfaction

level percent scores indicate that with Air Force

satisfaction, most are highly satisfied; however, some are

also highly dissaticfied. With nursing satisfaction, one

half are highly satisfied; however, this sztisfaction also

has the highest percentage of dissatisfied nurses. The

other measures, intrinsic, extrinsic, interpersonal, and

growth seem to have more of a shift toward the middle

level, indicating that the majority of the nurses are

neither satisfied or dissatisfied with these measures

(those not in the middle level report more satisfaction

than dissatisfaction).

Turnover and Satisfaction

When the mean scores for the turnover measures and the

six satisfactions are compared, by AFSC, it appears that

AFSC 9756-D has the lowest intent for turnover, and

corresponding high levels of satisfaction. With AFSC 9716,

the same is apparent, and in addition, it also appears that

the levels of satisffac- ons are the highest. The other

A'3Cs are close in their levels of turnover; however, their

"-;vis of satisfaction vary (Table 14).
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Table 14

Turnover and Satisfaction
AFSC and Rank
Mean Scores

Turnover Satisfactions Other
w/o Air

Characteristic Intent Commit Force Nursing Intrinsic Extrinsic Interpersonal Growth Mobility

General 2.56 2.73 5.07 4.83 4.76 4.48 4.91 4.83 5.16

AFSC:

9716 2.06 2.05 5.96 5.28 5.68 4.99 5.46 5.69 4.66
9726 2.36 2.80 5.15 4.69 4.80 4.67 5.21 4.94 5.30
9736 2.58 2.78 4.92 4.69 4.79 4.53 4.69 4.80 5.52
9756 2.68 2.85 4.92 4.80 4.60 4.37 4.81 4.66 5.20
9756-D 1.91 2.07 5.48 4.51 5.12 4.62 5.06 5.32 4.56
Other (9746) 1.75 3.50 5.00 4.50 4.90 4.25 4.62 4.50 6.25

RAU*:

2nd Lt 2.50 3.14 4.89 5.26 4.67 4.39 4.89 4.78 5.44
1st Lt 3.07 3.13 4.70 4.81 4.51 4.42 4.78 4.54 5.37 J
Captain 2.59 2.61 4.95 4.56 4.65 4.41 4.81 4.70 5.12
Major 1.94 2.24 5.50 4.56 4.89 4.48 4.91 4.97 4.84
Lt Colonel 2.02 1.95 6.03 5.38 5.84 5.10 5.64 5.92 4.78
Colonel 2.82 2.15 6.28 5.54 5.90 5.25 5.66 5.92 4.57

ASC and Rank-

9716Major 1.73 2.07 5.61 4.92 5.11 4.65 4.96 5.09 4.80
Lt Colonel 1.89 1.95 6.09 5.44 6.04 5.14 5.80 6.09 4.57

Colonel 2.82 2.15 6.28 5.54 5.93 5.25 5.66 5.92 4.57

9726
2nd Lt 2.57 3.19 5.07 5.53 5.04 4.72 5.38 5.16 5.44
1st Lt 2.60 3.15 5.00 4.20 4.82 4.68 5.42 4.95 5.38
Captain 2.06 2.46 5.18 4.68 4.90 4.78 5.23 5.04 5.30

Major 2.83 2.91 5.25 3.16 3.38 3.98 4.58 4.02 4.87
Lt Colonel 2.00 2.50 5.75 6.25 4.50 4.75 4.75 4.91 5.37

9736
2nd t 2.34 3.03 4.93 5.12 4.80 4.62 4.84 4.88 5.78

1st Lt 2.93 2.66 4.66 5.03 4.72 4.62 4.76 4.84 5.63
Captain 2.96 3.08 4.73 4.36 4.66 4.41 4.60 4.57 5.70
ajor 1.92 2.18 5.28 4.65 4.96 4.52 4.60 4.99 4.84

Lt Colonel 1.16 1.80 6.33 5.50 5.86 5.36 5.41 5.88 5.41

9756
2nd Lt 2.52 3.15 4.87 5.25 4.62 4.34 4.85 4.73 5.41
1st Lt 3.11 3.17 4.68 4.83 4.48 4.39 4.74 4.49 5.35
Captain 2.64 2.59 4.92 4.57 4.60 4.37 4.78 4.65 5.03
Ma3or 1.99 2.24 5.59 4.49 4.78 4.33 5.00 4.93 4.90
Lt Colonel 2.41 1.83 5.75 5.41 5.38 4.98 5.16 5.44 5.16

9756-D
Captain 1.58 1.91 5.66 4.79 5.15 4.40 5.04 5.40 4.47
Major 1.82 2.21 5.32 4.50 5.12 4.85 5.03 5.26 4.42 P
Lt Colonel 4.50 2.00 5.50 3.00 4.95 4.00 5.37 5.33 6.00

Other (9746)
ma~or 1.75 3.50 5.00 4.50 4.90 4.25 4.62 4.50 6.25

%.
,, ,, . - ,, ., ,, ,- ,, .'.,, . ," .# .' " W.. "''#' ." w' ." .'.4' .""# ". '.,.r'. '. "''',,. .""- '- '.'X""'



142

For the lower ranks, it appears that a relationship

exists between the mean scores and turnover intent, in that

when the level of turnover goes up or down, a corresponding

inverse is seen in the satisfaction; however, with the

senior ranks, this does not appear to be the case. It is

also apparent that with the satisfactions, the levels start

out high with the 2nd Lts, drop with the 1st Lts and

Cap-ains, and then begin to rise with Majors, Lt Colonels,

and Colonels.

With AFSC -nd rank the 9716 AFSC shows that as the

turnover in'creases with rank, so does the corresponding

level of satisfaction. The other AFSCs show what appears to

be a weak inverse relationship between turnover and

satisfaction.

This relationship is seen again in Table 15 when the

levels of turnover are compared to the levels of

satisfactions. In general, it appears that the turnover

intent is high, and the satisfaction levels have a high

"low" percentage. This is also the case for the low intent,

except that the satisfaction levels have a high Thich"

percentage.

This same inverse relationsho between tu:re.o> n

satisfaction, over years in Air Force, is seen ;nhen -.

satisfaction mean scores are graphed, wit'j tnh. :r

measures (TO#I and TO#2) mean scores.
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Table 15

Comparison of Turnover to Satisfactions

Turnover (TOll) Turnover w/o CowLtment (TO02)

General High Middle Low High Middle LOW
Sample Intent Intent Intent Intent Intent Intent

Satisfactions N % N % N % N 8 N 0 N % N I

Totals: 885 100.0 84 9.6 216 24.4 585 66.0 88 10.0 252 28.6 545 61.4

Air Force:
Low 83 9.4 37 44.6 34 41.0 12 14.4 49 59.0 29 34.9 5 6.1
mid 298 33.7 32 10.7 129 43.3 137 46.0 29 9.7 158 53.0 111 37.3
High 502 56.9 15 3.0 531 10.6 434 86.4 10 2.0 65 12.9 427 85.1

Mean 5.066 3.315 4.178 5.647 2.841 4.339 5.763

Nursing:
Low 114 12.9 22 19.3 45 39.5 47 41.2 23 20.2 56 49.1 35 30.7
Mid 329 37.2 29 8.8 88 26.8 212 64.4 29 8.8 110 33.4 190 57.8
High 441 49.9 33 7.5 83 18.8 325 73.7 36 8.2 86 19.5 319 72.3

Mean 4.829 4.381 4.301 5.088 4.222 4.264 5.188

Intrinsic:
Low 44 5.0 14 31.8 18 40.9 12 27.3 17 38.6 18 40.9 9 20.5
Mid 541 61.3 59 10.9 161 29.8 321 59.3 67 12.4 189 34.9 285 52.7
High 297 33.7 11 3.7 37 12.5 249 83.8 4 1.4 44 14.8 249 83.8

Mean 4.766 3.900 4.229 5.090 3.620 4.294 5.170

Extrinsic:
Low 20 2.3 6 30.0 7 35.0 7 35.0 7 35.0 9 45.0 4 20.0
Mid 709 81.4 70 9.9 192 27.1 447 63.0 76 10.7 224 31.6 409 57.7
High 142 16.3 7 4.9 12 8.5 123 86.6 2 1.4 12 8.5 128 90.1

Mean 4.480 4.040 4.047 4.707 3.795 4.088 4.771

Interpersonal:
Low 28 3.2 6 21.4 12 42.9 10 35.7 9 32.1 13 46.4 6 21.4
Mid 512 57.9 62 12.1 147 28.7 303 59.2 64 12.5 175 34.2 273 53.3
High 344 38.9 16 4.6 57 16.6 271 78.8 15 4.4 64 18.6 265 77.0

Men 4.906 4.330 4.539 5.124 4.122 4.578 5.184

Growthj
Low 53 6.0 13 24.5 25 47.2 15 28.3 18 34.0 21 39.6 14 26.4
Mid 494 56.0 57 11.5 147 29.8 290 58.7 62 12.6 172 34.8 260 52.6
High 335 38.0 14 14.2 44 13.1 277 82.7 8 2.4 58 17.3 269 80.3

Mean 4.826 3.992 4.307 5.139 3.754 4.376 5.207

Mbility:
Low 12 1.4 0 0.0 0 0.0 12 100.0 0 0.0 0 0.0 12 100.0
Mid 476 54.1 26 5.5 83 17.4 367 77.1 18 3.8 105 22.1 353 74.2
High 392 44.5 56 14.3 132 33.7 204 52.0 70 17.9 144 36.7 178 45.4

Mean 5.166 5.796 5.541 4.939 6.134 5.484 4.863

Ro
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Air Force Satisfaction: Pearson Correlation shows a

fairly strong negative relationship between the level of

satisfaction and both turnover measures (TO#1 = -. 64525;

TO#2 = -. 71871). In general, throughout the yers, the

graph gives the appearance of an upward slope for the

satisfaction, and d wnward slopes for the turnovers. The

turnover measures show a higher level for TO#2 throughout

the first 20 year2, and is replaced by :D#i for the later

years, suggesting that the commitment has more effect in

the earlier years. Rises/falls in the satisfaction mean,

4I

with corresponding falls/rises in the turnovers are seen.

An exception to this is seen in the later years, where

satisfaction and turnover both rise. In addition, certain

high risk year groups can be identified, i.e., the 1 - 3,

4, 5, 9, 12, and over 21 (Figure 12).

Nursing Satisfaction: Pearson Correlation shows a weak

negative relationship between the level of satisfaction and

both turnover measures (TO#l1= -. 23745; TO#2 = -. 23812). In

general, throughout the years, the graph shows the mean

satisfaction starting high, dropping to a leveling plateau

through the middle years, and rising in the later yea->i.

Some relating peaks and valleys are seen in the early years

and again in the later years, however, t ie relationshio -;

does rot appea- to be as strong (Figure 13).

:.tnt--nsic Satisfaction: Pearson Ccrreat'on os'>c

f.iir negative relationship between thi.,sat. scci-t

41-
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both turnover measures (TO#l = -. 43404; TO#2 = -. 50293). In

general, the level of satisfaction shows a slight upward

slope throughout the years. Fewer related rises and falls

in the means were apparent, except in the lat-r years

(Figure 14).

Extrinsic Satisfaction: Pearson Correlation sh, ,is a

weak negative relationship between this satisfaction and

both turnover measures (TO#1 = -. 3502); TO#2 = -. 42899). In

general, the level of satisfaction shows a flat plate.au

until the later years, where it fluctuates, with a slight

rise. Little relating peaks and valleys are seen except at

the 4 year point, and again in the later years (Figure 15).

Interpersonal Satisfaction: Pearson Correlation shows

a fairly weak negative relationship between this

satisfaction and both turnover measures (TO1l = -. 32149;

TO#2 = -. 37935). In general, the level of satisfaction

shows a slight upward slope, with few relating peaks and

valleys. Some of this relationship follows the pattern of

when one rises or falls, the other folkc s in the same

directions (Fiaure 16).

Grc. hz: Sati:fa-ion: Pearson Cor=eation shows a fair

negatve re tir. between t Ation an. b. oth

turnover measJr s (TO#l = -. 40265; TD': = -. 45316). In
->eal, tkrou~h- zj the yeac.s, 0saI3ft~

the ye c- the .'e of sat s3E-ction

shows a sl t. soe, a-j a relatin es

ani valleys i n the e 1iy years and agin in the later
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years. These relationships appear more with TOIl than TO#2

(Figure 17).

Mobility: Pearson Correlation shows a fair

relationship between mobility and both turnover measures

(TO#l = .33525; TO#2 = .40074). In general, throughout the

years, a slight downward slope is seen, suggesting that as

one progresses in their career, the perceptions of mobility

decraase. In elditi.on, some relationship is noted between

the peaks and valleys, in that when one goes up or down, PIP

the other follows in the same direction (Figure 18).

Impact of Satisfaction on Turnover

Research Question #3: What is the impact of the

satisfactions on the levels of turnover; and how does the

perceived mobility moderate this impact?

Multiple regression was used to determine the impact of

the different measures of satisfaction on each turnover

measure. When the measures are combined, they serve to

explain 42 percent of the variance between the

satisfactions and TO#. Close examination of the regression

shows that satisfaction with Air Force carries 41.5 pe" -nt

of the weight of the satisfactions, and that the other

measures offer little if any additional weight (Table 16).

When the same six satisfaction measures are regressLd c

on TC'£, they explain close to 52 percent of the varian:_.

As above, Satisfaction with Air Force carrias air0,Dt al 0'.

w - .
+ ' .

+'. .'. ... . .+' ."-" '- .'. ].' " "..".-".-"..+.- .- " "'
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Table 16

Multiple Regressions, Satisfactions
on Turnover

TO#1

Multiple R RSQ Simple
R Square Change R BETA

Air Force .64525 .41635 .41635 -.64525 -.64975
Growth .64576 .41700 .00065 -.40265 -.08732 *
Extrinsic .64741 .41914 .00213 -.35026 .05785 *
Nursing .64793 .41981 .00067 -.23745 .02875 *
Intrinsic .64795 .41984 .00003 -.43404 .01863 *
Interpersonal .64795 .41984 .00000 -.32149 -.00189 *

* Not Significant at .01
Order indicates weighting

TO#2

Multiple R RSQ Simple
R Square Change R BETA

Air Force .71871 .51654 .51654 -.71871 -.69008
Intrinsic .71966 .51792 .00138 -.50293 -.04898 *
Nursing .71986 .51820 .00028 -.28812 .01891 *
Interpersonal .71990 .51826 .00006 -.37935 -.01327 *

Extrinsic .71991 .51827 .00001 -.42899 .00596 *
Growth .71991 .51827 .00000 -.45316 -.00142 *

* Not Significant at .01
Order indicates weighting
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the weight (51.6 percent) and the other measures offer

little if any additional weight (Table 16).

Because of the overly strong impact of Satisfaction

with Air Force, additional regressions were applied,

excluding it and Satisfaction with Nursing. When the four

remaining measures were combined, regression with TO#1

indicated that Intrinsic Satisfaction carried the most

weight and serve-1 to explain only 18.8 percent of the

variance between the variables. The other three measures

offered little if any weight to the equation (Table 17).

When the same satisfactions were applied to TO#2,

regression agai:i indicated that Intrinsic Satisfaction

carried the most weight (25.3 percent), and although the

order of the other measures changes, they offer little

additional weight to the equation (Table 17).

With the addition of Mobility to the equation,

regressions of the satisfactions on TO#l indicate that it

only adds a little more than 1 percent to the explanation

of variance. When the same is applied to TO#2, mobility

only serves to explain -1.3 percent of the variance between

satisfactions and turnover, indicating a slightly larger

impact than on TO#l. This suggests that th e as:?ects of

mobility have little impact on the individual's int-nt to

1leav e (T be 1
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Table 17

Multiple Regressions, Satisfactions
on Turnover, With More

Specific measures

TOfl

Multiple R RSQ Simple
R Square Change R BETA

Intrinsic .43404 .18839 .18839 -. 43404 -. 45724
Interpersonal .43541 .18958 .00118 -.32149 .05830
Extrinsic .43580 .18992 .00034 -.35026 -.02980 *

Growth .43580 .18992 .00000 -.40265 .00059 *

*Not Significant at .01
Order indicates weighting

Multiple R RSQ Simp~le
R Square Change R BETA

Intrinsic .50293 .25294 .25294 -.50293 -.56131
Growth .50458 .25460 .00166 -.45316 .09456 *

Extrinsic .50729 .25735 .00275 -.42899 -.08888
Growth .50824 .25831 .00096 -.37925 -.05079

*Not Significant at .01
Order indicates weighting
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Table 18

Multiple Regressions, Satisfactions
on Turnover, With Mobility

TO#1

Multiple R RSQ Simple
R Square Change R BETA

.. J

Air Force .64525 .41635 .41635 -.64525 -.64975
Mobility .65465 .42857 .01222 .33525 .11860
Growth .65477 .42873 .00016 -.40265 -.07508 *
Extrinsic .65688 .43149 .00276 -.35026 .07103
Intrinsic .65692 .43154 .00005 -.43404 .01781 *
Nursing .65698 .43163 .00008 -.23745 .01075 *
Interpersonal .65698 .43163 .00000 -.32149 -.00118 *

• Not Significant at .01

Order indicates weighting
.%

Multiple R RSQ Simple
R Square Change R BETA

Air Force .71871 .51654 .51654 -.71871 -.69008
Mobility .73469 .53977 .02323 .40074 .16275

Intrinsic .73499 .54021 .00044 -.50293 -.05011 *
Extrinsic .73511 .54039 .00018 -.42899 .02406 *

Growth .73513 .54042 .00003 -.45316 .01537 *
Interpersonal .73515 .54045 .00003 -.37935 -.00905 *

Nursing .73517 .54047 .00002 -.28812 -.00580 *

• Not Significant at .01
Order indicates weighting

".''" " .," • "r' j~r " -', "w --,, ,,: , -. .. ..v ....-.* .. ...., ,.'., ., .' " Z. ...-.. -..i.-,.,...- -.... ...1
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Work Role Desin on the Satisfactions

Research Question #4: What is the impact of Work Role

D-esign on the levels of Satisfactions?

The major components of Work Role Desijn were regressed

on each of the measures of satisfaction to determine the

various impacts. These components were from the job, i.e.,

the motivating potential score (MPS) which consists of

skill variety, task identity, task significance, autonomy,

and job feedback; from the different feedback, s .

positive and negative, coworker oositiv7 and negative, a-:.

client positive and negative; and from The co.s/ cv an.]

equity of the organizational policies. Also, the se.-r- at?

components of Work Role Dpsign were r :oresi on t'.

satisfactions they closely represented. The mean s c"-: of

the variables are also given (Table 19).

Air Force Satisfaction" The regre on indict - t

the consistency and equity or organizal-tonal >->.......

exn.ain 14.7 --,ecent of the v- riance in thii san -

and the M'S exolains an addi.m' 7.5 n*Wc,', . .*: <,

- . .. : :'v~ .T.::l- , .' ' -

"y -,.:',cni" : ..-. j',.

OX 7k:..7 , '. on o

n~~~~~ o nC

{ ,' 4. '''"','.',. " . ,: '29 '9? " - %',"" " : "........ .•.V""". ."'"-
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Table 19

Multiple Regressions, Work Role Design
on Sacisfactions

Air Force

Multiple R RSQ Simple
t Square Change R BETA

Organizational Policies .38396 .14742 .14742 .38396 .26423
Motivating Potential Score .47,19 .:2296 .07554 .38933 .25209

Feedback CoWorker Positive .48666 .:3684 .01387 .21106 .11169

Feedback Supervisor Positive .49051 .:4060 .-0376 .23963 .06875

Feedback Client Negative .49121 .:4128 .00069 -.06983 -. 01449 *

Feedback Client Positive .49151 ..4,59 .00030 .04074 -. 01826 *

Feedback Supervisor Negative .49158 .24165 .00007 -.08830 -. 01181 *

Feedback Coworker Negative .49162 .24169 .00004 .00482 .00798 *

* Not Significant at .0"
Order indicates weighting, by BETA score

Nursing

Multiple R RSQ Simple 
R Square Change R BETA

Organizational Policies .33071 .10937 .1093' .33071 .22952

Motivating Potential Score .39412 .15533 .04596 .31433 18712

Feedback Client Positive .41773 .17450 .01917 .15077 10455

Feedback Coworker Positive .43006 18495 .01045 .22180 .09544

Feedback Client Negative .43665 .19067 .00572 -. 10282 -. 08349

Feedb.-k Supervisor Positive .43946 .19313 .00246 .20685 .05493

Feedback Coworker Negative .43998 19358 ,00046 .01821 .03262 *

Feedback Supervisor Negative .44038 .19393 .00035 -.07Q28 .02192

SNot Significant a3:
Order indicates weighting, by BETA score

Intrinsic

Multiple R RSQ Simple
R Square Change R BETA

Motivating Potential Score .64280 .41319 .41309 .64280 .47432

Organizational Policies .70941 .50326 .09007 .50137 .27815

Feedack Sucervisor Positive .73158 .53521 .03195 .40034 .16941

Feedback Coworker Positive .73634 .54220 .00699 .27596 .10053

Feedback Client Negative .73793 .54455 .00235 -.11179 -.04402

Feedback Client Positive .73830 .54509 .00054 .04257 -.02448 *

Feedback Supervisor Negative .73836 .54518 .00009 -.12937 -.01018

Feedback Coworker Negative .73836 .54518 .00000 -.00)39 .00069 *

• Not Significant at .01
Order indicates weighting, by BETA score

o%

A.... .-

i, ..' : ".L .: +, , L :. ... : .. :,, .':" .+.:-:. ,. : : "+ " ....I. .
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Table 19 (Continued)
Extrinsic

Multiple R RSQ Simple
R Square Change R BETA

Motivating Potential Score .49647 .24648 .24648 .49647 .34041
Organizational Policies .59438 .35329 .10681 .47656 .32170
Feedback Supervisor Positive .60134 .36161 .00832 .28246 .08675

Feedback Client Negative .60430 .36518 .00357 -. 12116 -. 06120
Feedback Coworker Positive .60720 .36869 .00351 .19739 .05535

Feedback Supervisor Negative .60758 .36915 .00046 -. 13390 -. 03040

Feedback CoWorker Negative .60774 .36935 .00020 -. 01991 .01679
Feedback Client Positive .60782 .36945 .00010 .05031 .01108 *

* No: Signitican: a: . l

Order indicates weighting, by BETA score

Interpersonal

Multiple R RSQ Simple
R Square Change R BETA

Feedback Supervisor Positive .62314 .38830 .38830 .62314 .47640
Motivating Potential Score .73538 .54078 .15248 .54655 .32443
Organizational Policies .76178 .58031 .03953 .458:8 .205Z5
Feedback Supervisor Negative .76527 .58563 .00532 -.11586 -.06341
Feedback Client Negative .76626 .58715 .00152 -. 10773 -. 04300
Feedback Coworker Positive .76668 .58780 .00065 .26053 .03297
Feedback Client Positive .76687 .58808 .00028 .04062 -. 01825
Feedback Coworker Negative .76688 .58811 .00002 .00583 .00584 *

* Not Significant a: .01
Order indicates weighting, by BETA score .

Growth "-

.5

Multiple R RSQ Simple

R Square Change R BETA

Motivating Potential Score .64522 .41631 .41631 .64522 .52141
Organizational Policies .68458 .46865 .05235 .43515 .21'1-

Feedback Supervisor Positive .69872 .43821 .01956 .3511 .12642
Feedback CoWorKer Positive .7088 .49263 .00442 .24833 .08561
Feedback Client Positive .70277 .49388 .00125 .32434 -. 039603 .

Feedback Supervisor Negative .70299 .49419 .00031 - .09269 .01993 *

Feedback Client Negative .70302 .49423 .00004 - .06449 -. 0025 *

Feedback Coworker Neative .70302 .49423 .00000 .01524 .00134 *

* Not Signiticant at .il
Order indicates weignting, by BETA score

Motivating Potential Score

Multiple R RSQ Simple

R Square Change R BETA

Job Feelback .8205' .6"334 .6'334 .805 .52444
AJtonomy .94074 q6649 21:65 .64l" .40i33

Task :Jentity .95524 .9..48 . 44 .47,2 .9"44
SKill .arlk t/ .9655' .9J 31j Dllil 494-6 .,Z4,5
TasK Sqnicance .9696 .94064 .Q635 .45903 -3348

*Nol, .. nkt cin, st
Order n acate R y ET score %

....... %
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Table 19 (Continued)

Intrinsic

Multiple R RSQ Simple
R Square Change R BETA

Autonomy .59573 .35489 .35489 .59573 .38311
Jot Feedback .64899 .42119 .06630 .48546 .21338
Skill Variety .66553 .44292 .02173 .40113 .15574
Task Identity .67764 .45920 .01627 .32499 .13980
Task Significance .68049 .46307 .00387 .33114 .07051

* Not Significant at .01
Order indicates weighting, by BETA score

Growth

Multiple R RSQ Simple
R Square Change R BETA

Autonomy .60867 .37048 .37048 .60867 .38796
Skill Variety .67087 .45006 .07958 .48585 .24536
Jo:, Feedback .69886 .48840 .03834 .48277 .19355
Task Identity .70243 .49340 .00500 .26538 .07931
Task Significance .70571 .49802 .00462 .36605 .07701

Not Significant at .01
Order indicates weighting, by BETA score

Extrinsic

Multiple R RSQ Simple
R Square Change R BETA

Feedback Supervisor Positive .28246 .07978 .07978 .28246 .25680
Feedback Supervisor Negative .32484 .10552 .02574 -.13390 -.14020
Feedback CoWorker Positive .34538 .11929 .01377 .19739 .12198
Feedback Client Negative .35432 .12554 .00625 -.12116 -.08876
Feedback Coworker Negative .35469 .12580 .00027 -.01991 .01973
Feedback Client Positive .35469 .12581 .00000 .05031 .00114

Not Sizn.fcant at .u1
Order indicates weignting, by BETA score

Interpersonal

Multiple R RSQ Simple
R Square Change R BETA

Feedback Supervisor Positive .62314 .38830 .38830 .62314 .61119
Feedback Supervisor Negative .64687 .41845 .03014 -.11586 -.15485
Feednacx Co'orker Positive .65153 .42450 .00605 .Z6053 .09295
Feedback Client Negative .65421 .42799 .00349 -.10773 -.06351
Feednack Client Positive .65474 .4-868 .00C69 .34062 -.02867 .

Feedbazk CoWorker Negative .65479 .4Z85 .00007 .00583 .01025

* .ot -P~t!Cdfltat .

Order indicates weign tin, by BETA score

%3
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Table 19 (Continued)

Extrinsic

Multiple R RSQ Simple
R Square Change R BETA

Organizational Policies .47656 .22711 .47565

Work Role Design Variables
Mean Scores

Standard
Variable Mean Deviation

Air Force Satisfaction 5.0670 1.4510
Nursing Satisfaction 4.8267 1.6109
Intrinsic Satisfaction 4.7605 1.1880
Extrinsic Satisfaction 4.4803 .9372
Interpersonal Satisfaction 4.8951 1.1088
Growth Satisfaction 4.8192 1.2395
Motivation Potential Score 141.0659 77.1352
Supervisor Feedback Positive 3.7112 1.4645
Supervisor Feedback Negative 2.4821 1.3082
Coworker Feedback Positive 3.9336 1.3178
Coworker Feedback Negative 2.9448 1.2875
Client Feedback Positive 5.0317 1.3669
Client Feedback Negative 2.4395 1.4751
Equity Organizational Policies 3.7728 1.3964

Skill Variety 5.4589 1.4117
Task Identity 4.6257 1.7078
Task Significance 6.0006 1.0886
Autonomy 5.1557 1.3443
Job Feedback 4.7309 1.4588

N 851

I?
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equation. Combined, they explain 15.5 percent. The

feedbacks combined only add 3.8 percent to the equation.

All variables combined serve to explain 19.4 percent.

Intrinsic Satisfaction: As above, the regression

indicates that the top two variables are the same, except

the order of importance is reversed. The MPS can explain

41.3 percent of the variance of this satisfaction, and the

organizational policies add an additional 9.0 percent to

The equation. Combined, they explain 50.3 percent of the

variance. The feedbacks combined only total 4.2 percent of

the equation. All variables combined serve to explain 54.5

percent of the variance of this satisfaction. 

Extrinsic Satisfaction: This regression, as with

intrinsic, indicates that the MPS contributes 24.6 percent

of the total varianc-. to this satisfaction, and the

organizational policies add an additional 10.7 percent.

Combined, these two variables explain 35.3 percent. The

feedbacks combined only add 1.6 percent to the equation.

All variables combined serve to explain 36.9 percent of the

variance with extrinsic satislacti .-

Interrersona qatisfacticn: p Q iv Su-ervisor

feedback co ntributes 38.8 percent of the variance to this

satisfaction; and as above, the M S add to the t )tal

equation. These three v.jri:-ble c ..... d serve to :1 ain

litle (.78 percent) to the total equation (5S.8 perc.,
.

p .I

p* i
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Growth Satisfaction: The regression indicates that the

MPS contributes 41.6 percent to this equation, followed by

the organizational policies (5.2 percent) and positive

supervisor feedback (1.9 percent). Combined, these three

variables serve to explain 48.8 percent. The other

feedbacks only offer .6 percent.

Motivating Potential Score: Due to the equation used

to figure this score, t~le regression indicates that the

combination of the variables explain 94.0 percent of the

score. Job Feedback is the highest at 67.3 percent,

followed by Autonomy at 21.6 percent. The other three I
appear to only offer 5.6 percent; however, this is probably

misleading due to the MPS equation.

Intrinsic Satisfaction: When the variables that make

up the MPS are regressed, combined they serve to explain

46.3 percent of the variance, as compared to the 41.3

percent as before. The regression indicates that Autonomy

is highest, followed by Job Feedback, while the other three

explain little of the total equation.

Growth Satisfaction: As above, when the variables

making up the MPS are regressed on this s tsactior,

combined they explain 49.8 percent of the variance, as

compared to 41.6 percent before. The regressi-n indicates

Autonomy is again highest, this t'I*e f'ilo~-: cy £-i

Variety and Job Feedb ack. T:e otb r t.. vri .... ri

little to the equation.

N Nj.N N N.- % %
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Extrinsic Satisfaction: For this satisfaction, the

feedbacks were regressed, indicating that when combined,

they only offer 12.5 percent to the total equation.

Supervisory (positive and negative) and coworker positive

are the only variables that appear to offer anything to the

equatio-n.

Interpersonal Satisfaction: As above, the feedbacks

are regressed, and indicate that they explain 42.8 percert

of the variance. The supervisory feedtbacks are the only

variables that add significantly to the equation.

Extrinsic Satisfaction: When organizational policies,

alone, are regressed against this satisfaction, they serve

to explain 22.7 percent of the variance, as compared to the

10.7 percent in the multiple regression above.

Individual Motivations on the Satisfactions

Research Question #5: What is the impact of the Individual

Motivations on the levels of Satisfactions?

The major components of the Individual Motivations were

regressed on each of the measures of satisfaction to

t etrmine the various i.pa-t These components were from

motivation, i.e., the valence of outcomes or what the

indi;idual desires, and the instrumentality of nerformance

or ,;nat happens when the individual does a good ob; the

role e-:ceotions or role a-ut y, role confl ' , ant role

overload (quantity and quality); and the perceived equity

-q - ,,--. -V -*'. %.-. .- . . .-.-.. r.x ..-. - ... . --. . - . . - .
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of rewards. In addition, the individual valence and

instrumentality of the corresponding satisfaction were also

regressed. The mean scores used in the regressions are also

given (Table 20).

Air Force Satisfaction: This regression indicates that

32.1 percent of the variance is provided by the equity of

rewards. Although not adding much, the instrumentality of

growth (what happens) is next and offers 2.5 percent,

followed by role ambiguity 1.3 percent. The other variables

offer very little to the rest of the equation.

Nursing Satisfaction: This regression indicates that

15.0 percent of the variance is provided by the equity of

rewards, and as above, though they don't add much, is

followed by the valence of interpersonal (what is desired),

offering 2.1 percent; the intrinsic instrumentality (what

happens), offering 1.9 percent; and role conflict, offering

1.7 percent. The other variables offer very little to the

regression equation.

Intrinsic Satisfaction: This regression also indicates

that the equity of rewards offers the most to the equation

(47.1 percent). T- intrinsic instrumentality nme-s n-si 4s
next, offering 10.6 percent followed by role ambicuiti a

3.3 percer,. The other variables offer very little to this

equation.

Extrinsic Sisfaic.: This :>ec<e on in7 c7: S>D

the equity of rewards again cf:-.- Sost .... r to

_ : .mos expanaton t

.]
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Table 20

Multiple Regressions, Individual Motivations
on Satisfactions

Air Force

Multiple R RSQ Simple
R Square Change R BETA

Equity Reward .56696 .32144 .32144 .56696 .47186

Role Ambiguity .57833 .33466 .01302 -. 28664 -.11446

Happen Growth .59927 .35912 .02466 .38455 .10492

Happen Intrinsic .60011 .36013 .00101 .38750 .07344

Role Overload Quantity .60167 .36200 .00188 -. 16167 .05247 *

Happen Extrinsic .60185 .36222 .00022 .22455 .01833 *

Desire Intrinsic .60248 .36298 .00075 .07274 .0!631 *

Role Conflict .60256 .36308 .00010 -.22835 .01340 *

Desire Growth .60260 .36313 .00005 .07403 .01320 *

Role Overload Quality .60264 .36318 .00005 -.19285 -.01032 *

Happen Interpersonal .60269 .36323 .00005 .25211 -.00961 *

Desire Interpersonal .60269 .36323 .00000 .08492 -.00228 *

Desire Extrinsic .60269 .36323 .00000 .04593 -.00025 *

Not Significant at .01

Order indicates weighting, by BETA score

Nursing p

Multiple R RSQ Simple
R Square Change R BETA

Equity Reward .38880 .15116 .15006 .38880 .27314

Desire Intrinsic .39121 .15305 .00188 .04974 -.19967

Desire Interpersonal .41767 .17445 .02141 .16610 .15012

Desire Growth .42525 .18084 .00639 .10206 .12604

Role Conflict .44475 .19780 .01696 -.25496 -.11551

Happen Intrinsic .46622 .21737 .01956 .31649 .11204

Role Overload Quality .46855 .21954 .00218 -.20837 -.10598

Role Overload Quantity .47271 .22345 .00391 -. 16065 .09425
Happen Interpersonal .47459 .22523 .00178 .24529 .05387 *

Happen Growth .47461 .22525 .00002 .30366 .01114 *

Desire Extrinsic .47470 .22534 .00008 .06415 .01050 *

Happen Extrinsic .47476 .22539 .00006 .18795 .00866 *
Role Ambiguity .47476 .22540 .00000 -.23331 .00250 *

* Not Significant at .01

Order indicates weighting, by BETA score

Intrinsic

Multiple R RSQ Simple
R Square Change R BETA

Equity Reward .68665 .47149 .47149 .68665 .47897 I
Happen Intrinsic .76048 .57833 .10684 .58064 .18538

Happen Growth .76342 .58281 .00449 .57020 .16512

Role Ambiguity .78529 .61667 .03386 -.43425 -. 14255

Role Conflict .78902 .62255 .00588 -.41681 -. 12509

Role Overload Quantity .79044 .62480 .00225 -.25861 .05785

Desire Growth .79053 .62494 .00014 .08959 -.04749 .

Desire Interpersonal .79164 .62670 .00176 .14273 .04643

Happen Interpersonal .79202 .62730 .00060 .37302 -. 03424
Desire Extrinsic .79254 .62812 .00082 .09692 .02934

Desire Intrinsic .79262 .62825 .00013 .09528 .02310
Happen Extrinsic .79282 .62857 .00032 .32696 .02039 *

Role Overload Quality .79284 .62860 .00004 -.27249 .00905 *

* Not Significant at .31
Order indicates weighting, by BETA score

UV
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Table 20 (Continued)

9xtrinsic

Multiple R RSQ Simple
R Square Change R BET %-

Equity Reward .65448 .42834 .42834 .65448 .47004
Role Overload Quantity .69282 .48000 .05166 -.40939 -.14234
Happen intrinsic .71900 .51696 .03695 .45242 .09125
Happen Growth .72004 .51845 .00150 .43452 .08851
Role Conflict .72553 .52639 .00793 -.40866 -.07715
Happen Extrinsic .72857 .53082 .00443 .35651 .07547
Desire Intrinsic .72927 .53183 .00101 .06762 .04101
Role Overload Quality .73030 .53334 .00152 -.36504 -.04090 *
Role Ambiguity .73083 .53411 .00077 -.38022 -.03809 *
Desire Growth .73090 .53421 .00010 .07380 -.02127 *
Desire Extrinsic .73091 .53424 .00002 .07516 -.00661 *
Desire Interpersonal .73093 .53426 .00002 .09539 .00645 *
Happen Interpersonal .73093 .53426 .00000 .29981 -.00183 *

Not Significant at .01
Order indicates weighting, by BETA score

Interpersonal

Multiple R RSQ Simple
R Square Change R BETA

Equity Reward .55999 .31359 .31359 .55999 .33292
Role Ambiguity .63651 .40515 .09156 -.46337 -.22274
Happen Intrinsic .69325 .48059 .07544 .52079 .17386
Role Conflict .70057 .49080 .01021 -.43307 -.13480
Happen Growth .70252 .49354 .00274 .50326 .07914 *
Desire Growth .70254 .49356 .00003 .07311 -.07169 *
Happen Interpersonal .70442 .49621 .00265 .37972 .06330
Desire Interpersonal .70638 .49898 .00277 .13963 .05281
Role Overload Quality .70743 .50046 .00148 -.26767 .04432 *
Desire Intrinsic .70779 .50096 .00051 .08221 .03196 *
Desire Extrinsic .70827 .50165 .00069 .09604 .03111 *
Happen Extrinsic .70862 .50214 .00049 .30912 .02597 *
Role Overload Quantity .70869 .50224 .00010 -.27304 .01503 *

* Not Significant at .01
Order indicates weighting, by BETA score

Growth

Multiple R RSQ Simple
R Square Change R BETA

Equity Reward .61258 .37526 .37526 .61258 .40760
Happen Growth .71304 .50843 .13318 .58174 .30355
Role Conflict .72810 .53013 .02170 -. 37428 -.13580
Role Ambiguity .73296 .53724 .00710 -.37892 -.12754
Desire Growth .73459 .53962 .00238 .05950 -.09774
Happen Intrinsic .73527 .54062 .00100 .56547 .09055
Role Overload Quantity .73982 .54733 .00671 -.19014 .07622
Desire Intrinsic .73983 .54735 .00002 .08000 .06857
Role Overload Quality .74049 .54832 .00097 -.19722 .03984
Happen Interpersonal .74075 .54871 .00039 .37972 .02883 *
Desire Interpersonal .74083 .54883 .00012 .11123 .02764 *
Desire Extrinsic .74091 .54895 .00012 .06966 .01217 *
Happen Extrinsic .74094 .54899 .00004 .28778 .00716 *

* Not Significant at .01
Order indicates weighting, by BETA score

7%
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Table 20 (Continued)

Intrinsic

Multiple R RSQ Simple

R Square Change R BETA

Happen Intrinsic .58064 .33714 .33714 .58064 .57955
Desire Intrinsic .58068 .33719 .00005 .09528 .00715 *

* Not Significant at .Ji
Order indicates weighting, by BETA score

Extrinsic

Multiple R RSQ Simple
R Square Change R BETA

Happen Extrinsic .35651 .12710 .12710 .35651 .35316
Desire Extrinsic .36067 .12987 .00277 .07516 .05270

* Not Significant at .01
Order indicates weighting, by BETA score

Interpersonal

Multiple R RSQ Simple

R Square Change R BETA

Happen Interpersonal .37972 .14418 . 14418 .37972 .36679
Desire Interpersonal .38812 .15064 . 00645 .13963 .08136

Order indicates weighting, Dy BETA score

Growth

Multiple R RSQ Simple

R Square Change R BETA

Happen Extrinsic .58174 .33843 .33843 .58174 .58884
Desire Extrinsic .58317 .34009 .00166 .05950 -.04141 *

* Not Significant at .01
Order indicates weighting, by BETA score

r

iS,
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Table 20 (Continued)

Individual Motivation Variables
Mean Scores

Standard

Variable Mean Deviation

Air Force Satisfaction 5.0638 1.4522
Nursing Satisfaction 4.8247 1.6191
Intrinsic Satisfaction 4.7556 1.1937
Extrinsic Satisfaction 4.4805 .9308
Interpersonal Satisfaction 4.8917 1.1165
Growth Satisfaction 4.8095 1.2455
Desire Intrinsic 6.0131 .7781
Desire Extrinsic 4.3859 .7679
Desire Interpersonal 6.0218 .9999
Desire Growth 6.1934 .7831
Happen Intrinsic 5.3309 .6844
Happen Extrinsic 4.0952 .5046
Happen Interpersonal 5.0213 .8398
Happen Growth 5.1610 .7268
Role Ambiguity 2.2194 .8847
Role Conflict 3.0040 1.0249
Role Overload Quantity 3.6344 1.2338
Role Overload Quality 2.6744 .9844
Equity of Rewards 4.2342 1.4458

N - 847

. . % ... .-. -,...-..... .%
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the equation (42.8 percent). This is followed by role

overload quantity (5.2 percent) and the intrinsic

instrumentality (what happens) measures (3.7 percent). The

other variables offer very little to the equation.

Interpersonal Satisfaction: This regression also

indicates that the equity of rewards offers the most

explanation (31.3 percent). Role ambiguity offers 9.1

percent wl.ich is close to the 7.5 percent ocfered by the

instrumentality (happens) of the intrinsic measur Role

conflict offers 1.0 percent and the other variables offer

little.

Growth Satisfactions: Equity of rewards again offers

the most explanation of the variance (37.5 percent). The

instrumentality (happens) of growth offers 13.3 percent,

followed by role conflict. As above, the other variables

offer little to the equation.

Regressions of the valence of outcomes (what the%

individual desires) factors and the instrumentality of

performance (what happens at work) factors on its specffic

satisfaction was accomplished in order to determine which

factor impacted more (or seeie3 Th'os ,portant). 7

each oC the regressions what happens in theob see.s -,c-

imprtant than what is desired. what the person desire;, 4

reality, seemed to ofEe: ver, it!i nn an: of >

satisfactions.

*N "~,- " -.' ' ' ". P
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Stated Reasons for Turr.cver

Research Question #6: What are the indivicual's stat_-

reasons for either leaving or remaining with t>

organization?

To better understand why the nurses would leave or

remain with the organization, two open ended questions were

asked: 1) If you were to leave t.1e Air For.-e Nurse Corps,

what would be the most important reason? and 2) if yuu were

to remain in the Air Force Nurse Corps, what would be the

most important reason? In addition, the respondents wefe

asked to explain their answers.

Although only a single response was asked for, many

gave more than one reason, while some refused to answer.

For the first question, 855 gave at least one response; of

these, 503 gave two rnsponses, and 227 gave more than two.

For question two, 839 gave at least one response, and of

these, 546 gave two responses, and 234 gave more than two.

In an attempt not to discriminate against the the number of

responses, or to place any value on them, the first three

respconses to each question were coded

Each of the response wefe coded -nto general

categores 'uestion one had 61 orie2, Jeston tc

had-] 51 cate: ri s). The ge a2 . e. .:e -then.

into 3e "-. (.. .. ti; c . r . . ". t,;:

had 10 grouc,)
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Reasons for leavina: The stated reasons for leavingJ are

listed by groups, for the general sample, and for those

identified as being at high risk [or turnover for both TO#l

and TO#2 (Table 21).

For the general sample, by inlividual response, family

responsibilities was given most often (n=183), followed by

join spouse assignment (n=115), extra duties (n=109),

disparity within the Nurse Corps (:,=87), and supervision

(n=76). By groups, working conditions was given most often

(n=323), followed by family responsibilities (n=293), job

related responses (n=176), politics (n=156), and

supervision (n=117).

With TO#l, by individual response, supervislon was

given most often (n=17), followed by extra duties (n=16),

disparity (n=16), shift rotations (n=15), and staffing

(n=14). By groups, working conditions was again the reason

most often given (n=56), followed by politics (n=25), job

related reasons (n=23), family related reasons (n=20), and

supervision (n=l8).

For TO #2, as above, individualy, e x r s

civen :os- o t mne ,n=22), follo 4 r -ision L -

disia rty (n=13, staffing and shift r0 _-'.Fn >.-l)

dissatisrazo-. w . nL]rsingc -r*-i0) . -.c o. s . -- ,s S a ( o

.
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Table 21

Stated Reasons
For Leaving

RESPONSE General TO#l TO#2

1. Working Conditions
Extra duties 109 16 22
Staffing 67 14 II
Shift rotations 52 15 11
Shift hours 36 8 9
Unit assigned 35 2 4
No compensation for extra duties 20 1 -
Hospital size 2 -

Being pulled 2 - -323-S --77
2. Family

Family responsibilities 183 12 9
Join spouse 115 8 2

298 20 i1

3. Job related
Decreased career advancement 47 4 3
Decreased job satisfaction 34 5 4
Freedom to choose 29 6 8
No career ladder 15 3 4
No challenge 11 2 3
Increased stress 11 1 1
Decrease job specialization 10 1 1
No credit for prior experience 6 1 2
Decreased autonomy 5 - -
Decreased security 4 - -
Constant change 2 - -

Decreased professionalism 2 - 1
176 2 -2

4. Politics
Disparity 87 16 13
Dissatisfaction with nursing/Nurse Corps 56 9 10
Prejudice 6 - 1
Forced cut 5 -

Officer/Enlisted 2 -

5. Supervision
Supervision/Leadership 76 17 18

Decreased positive feedback 29 1 4
Decreased support 10 - -
Decreased discipline 2 - -

6. Personal Reasons
Personal 21 3 4
To leave nursing i9 - 2
Burnout 18 2
Goal change 17 1 1
Personal failiJre .0 - -
Better opportinity elsewner- 7
Poor nealt 6 -

Mental health

7. Educat~on
:a CK -f edJca 'n , 4: 4 4

D .. ,n 6 4 4

LaC. 'f ar', t'. '.. .. --

%" '. .- - -% .. .. --- , • . .,C .t -. . . ... -. . . . • . - *
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Table 21 (Continued) A

RESPONSE General TOIl TO12

8. Assignments
Assignment policies 29 - 4
Geographic location 24 2 3 %
Frequent moves 17 1 -
Assignment overseas i1 -
MAJCOM assigned 2 - -

No travel I - -

For interservice transfer 1 - :
Remote assignment - -,

-44
3. Promotion e,

Promotion failure 66 3 1*.
Promotion policies 16 2 3

82 5 4

10. Benefits
Retirement 30 3
Pay 30 2 1
Benefit loss 18 -

78 5 £

11. Policies
Air Force policies 29 6 8
O E R system 19 3 2
Hospital policies 18 3 4
Weight program - 10 - -
Decreased emphasis of wartime mission I - -

-77--T



ft-1US 244 TURNOVER AMONG AIR FORCE NURSESMU AIR FORCE INST OF 3/2
TECH WRIGHT-PATTERSON AFI OH J C NICHOLS MAR 97
AFIT/CI/NR-97-54T

UNLIEDhEFhhOh5/9
EEEEmhhhhhhohI

smhmhhhhhhmhu
mhhEEmhEmhhhEI
smmhhmhhmhEmh
mEEEmmhhmohhI



4-0,

11-26 I-:A



176

Reasons for staying: The stated reasons for staying are

listed by groups, for the general sample, and for those

identified as being at high risk for turnover for TO#l and

TO#2 (Table 22).

For the general sample, the reason for staying given

mojt often is opportunity for career advancement (n=200),

which is followed by pay (n=161), retirement benefits

(n=138), education opportunities (n=105), job security

(n=94), job satisfaction and promotion opportunity (n=78).

By group, job related reasons were highest (n=561), and

were followed by benefits (n=358), education (n=176),

assignments (n=123), and personal reasons (n=105).

For TO#l, individually, the reason given most often for

staying is pay (n=23), followed by job security (n=14), and

then the career advancement, retirement, and the people/

peers (n=7). By groups, the reasons most often given are

for benefits (n=36), followed by the job related reasons

(n=36), politics (n=16), education (n=14), and the personal

reasons (n=ll).

For TO#2, individually, the reason most often given for

staying is also pay (n=22), education (n=14), job security

(n=12), and career advancement (n=8). By groups, job

related is first (n=38, followed by benefits (n=36),

education (n=18), and the personal reasons (n=12).
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Table 22

Stated Reasons
For Staying

RESPONSE General TO~l TO2

1. Job related
Career advancement/career progression 200 7 8
Job security 94 14 12
Job satisfaction 78 2 3
Job challenge 53 3 2
Job variety 38 - 1
Move without loss of seniority 37 2 6
Like job 25 2 2
Job responsibility 17 1 4
To remain at bedside 10 3 -
Job independence 9 1

2. Benefits
Pay 161 23 22
Retirement 138 7 7
Benefits in general 55 5 7
Increased rewards 2 - -
Child care 2 1

3. Education
Education opportunities 105 6 14
Retrainingr change AFSC 60 6 3
Pass on attitudes/to teach 13 2 1

4. Assignments
Travel 67 2 6
Assignment satisfaction 29 1 5
If PCS'd (moved) 10 - I
If assigned at large hospital 5 1 2
If assigned overseas 5 - 1
If assigned at small hospital 4 1 -
Decrease frequent moves 2 - -
If returned to CONUS 1 - I

5. Personal reasons
Personal satisfaction 38 3 4
Patriotism 30 2 1
Time in service (invested) 16 2 2
If felt needed 8 3 1
Choice to stay 6 - 2
Nothing better to do 4 1 2
Want to 2 - -
To repay obligation I -

6. Politics/Policies/Air Force
Air Force in general 50 4 1
People/peers 34 7 3
If overall change 6 1 1
By force 3 3 2
If OER system changed 2

7. Promotion
Promotion opportunities 78 5 1-- T --
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Table 22 (Continued)

RESPONSE General TO~i TO#2

8. Supervision
Fair treatment 19 5 4
Increased respect 16 2 3
Increased support 11 1 -
Supervisor S --
Equal treatment 3 --
Increased feedback 1 i

9. Family
Assignment with spouse 29 1 2
Assignment close to family 4

10. Working conditions
Change in working hours 16 4 2
Increased staffing 8 1 2Decrease paperwork/extra duties 4 1

Jul~~~~- I -l~jlllj
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This chapter has presented the data obtained from the

1,200 surveys sent to U. S. Air Force, Nurse Corps

Officers, worldwide. The return of 885 surveys gives a good

representative sample of the population studied. A

discussion of the results follows in the next chapter.

*0 1 1 i1 p
1

.. .



CHAPTER 6

DISCUSSION

From the previous chapter, it is easy to realize that

by using a survey methodology of this magnitude, along with

having a sample population with numerous characteristics,

one can generate a copious, if not overwhelming, amount of

data. This chapter is intended to sort some of the data and

offer an explanation about it.

The return of 885 usable surveys resulted in an

adjusted return rate of 73.75 percent. When compared to the

sample plan, by AFSC, the return resulted in a low of 60.8

percent for AFSC 9726, and a high of 92.2 percent for AFSC

9716; by rank, the return netted a low of 55.6 percent for

the 2nd Lts, and a high of 90.9 percent for the Colonels.

In addition, most of the facilities participated.

When the survey response was compared to the Nur--a

Corps population, the percentages indicate that the return

should be fairly representative. The demographics compared

showed fairly high comparison percentages. In most cases,

in raw numbers, the sample provided sufficient quantities

to generate a relatively high percentae comparison;

however, in some of the subgroups, although the percenta:e

is fairly high, the actual number may not be indicative of

11
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the total population. In general though, this sample should

be considered representative, and allow for generalization

to the Nurse Corps' population.

The high reliability of the survey instrument main

sections indicates that the questions were were homogenous

and measured what was intended.

Turnover

Research Question #1: What are the turnover intentions in

the study sample?

Two differert turnover measures were employed in this

research. Both measured turnover intentions; however, they

differed in that one removed the component of "forced

commitment." The first measure of intent (TO#l) previously

used by Seybolt et al. (1978) and Seybolt (1983; 1986),

showed a 9.5 percent response in the high range, which

equated to 84 of the respondents. The second measure (TO#2)

was slightly higher, giving a 10.0 percent response in the

high range, equating to 88 of the respondents.

According to Mobley (1982), the intention to quit

immediately precedes the act of turnover. Previous research

has also shown that these intentions are the strongest

predictors of turnover (Porter & Steers, 1973; Mobley et

al., 19;9), and therefore, may be equal to the actual

turnover rates of the organization. If so, a comparison of

the intentions to the actual turnover rates of the
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organization should be close, if not equal.

The adjusted voluntary turnover rate (which includes

retirements) for the Nurse Corps during 1986 was 8.96

percent. This figure is fairly close to the percent equated

for the first turnover measure, which gives some validity

to the finding. The differences between the two may be

explained by the time frames in the questions (one year),

in that the individual may be thinking about it now, but

may not actually carry through with the decision.

Although TO#2 is slightly higher, and a different

measure, because of the closeness of TO#l and the actual

turnover rate, the use of the same scale for determining

high intentions is probably safe. This finding is similar

to Nichols (1971), in that Army nurses, with a commitment,

were more likely to stay, and those without it, were more

likely to leave.

Characteristics

Age: The findings suggest that the younger and older

nurses are those more prone to turnover, as opposed to the

middle age groups. For the young nurses, this finding is

consistent with the literature, in that the younger

employees have a higher probability of leaving (Mobley et

al., 1979; Muchinsky & Tuttle, 1979; Porter & Steers, 1973;

Price, 1981). There is no support in the literature for the

older nurses leaving, except than:, --' qer7eral, they are the

ones more likely to remain (Seybolt, 1983; 19 ,G) . Their
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reason for leaving is more likely due to the 20 year

retirement afforded them by the military.

Sex: The findings suggest that the females are more

prone to turnover. However, the literature is not

consistent in regards to whether or not gender does or does

not influence turnover. Saleh et al. (1965) suggest that

the female may have a conflict between the role of a career

woman or the role of housekeeper and mother. The increase

in their turnover potential may just be dde to the large

number of females in the sample.

Marital Status: The single nurses seem to have a

higher intent for turnover than their married counterparts.

Marital status is an area that is not really addressed in

the literature, and what findings there are show little

correlation to turnover (Weisman et al., 1981). In

contrast, Nichols (1971) found that the married nurses were

more prone to leaving. Family size and responsibility, on

the other hand, has been shown to influence the extent of

turnover (Porter & Steers, 1973); however, this

characteristic is not readily apparent in this study.

Primary Wage Earner: Those nurses who said that they

were not the primary wage earners also had high intentions

for turnover. Muchinsky and Tuttle (1979) support thist

finding, reporting that as a moderator of turnover, the

secondary wage earner has a negative relationship with

turnover.
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Facility Assigned: By size, the findings indicate a

slight increase in TO#l intent for the 30 - 39 bed

hospitals and TO#2 intent for the 70 - 159 bed hospitals.

This is in contrast to Levine (1957) in which the larger

hospital had more turnover. By location, the CONUS

hospitals seem to have a larger intent; however, this may

be due to the number of facilities in the CONUS versus

overseas. A search of the literatire failed to support or

reject this.

Air Force Speciality Code: With TO#l, the nurses in

AFSC 9756 (clinical nurse) and 9716 (administration) had

the highest intent for turnover. For TO#2, nurses with AFSC

9736 (operating room), 9726 (mental health), and 9756

(clinical nurse) had the higher intentions. The current

research deals almost exclusively with the staff nurse,

which would include the general duty, psychiatric and

operating room nurses, supporting their intentions. The

only comparative study is Levine (1958) which showed almost

three times as much turnover for the staff nurse, as

compared to administrative nurses. The high administrative

turnover in the Nurse Corps is probably due to voluntary

retirement. In contrast, Campbell (1985) reports that those

least career oriented were the mental health nurses

followed by the operating room nurses and clinical nurses.

The nurse administrators had the highest career

orientation.
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Rank: Turnover intentions for TO#1 are highest for the

1st Lts and the Colonels. This is probably best explained

with two reasons which follow the actual Nurse Corps'

turnover statistics. The majority of those who separate, do

so at the end of their initial commitment (3 years), a year

group that consists primarily of 1st Lts. This is

consistent with Campbell (1985) where only 44 percent of

the 1st Lts reported they would stay in the Air Force for

at least 20 years. The second largest portion of nurses who

leave, do so with retirement (after 20 years), a year group

that coatains almost all of the colonels. With TO#2, almost

all the turnover intent is in the 2nd and 1st Lt ranks,

which follows suit with tenure.

Rank and AFSC: As above, the high turnover intentions

are either in the lowest ranks or the highest.

Education: The highest intentions for turnover are

seen in those nurses having a Bachelor's Degree in Nursing

(BSN); however, this could possibly be due to their overall

numbers. This finding does not support Gulack (1983) in

which he reports that the diploma graduate, -h" compared

to the BgN, is more likely to leave.

Career Status: For TO#l, the highest intentions are

seen in the Indefinite Reserve and initial Active Duty

nurses; with TO#2, it is just the Initial Active. This

finding is consistent with those findings by rank, i.e.,

the Initial Active Duty nurses are all of the 2n! Lts, and

'S
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most of the 1st Lts.

Time on Station: This finding suggests that, with

TO#l, the longer an individual stays on station, the more

likely he or she are to turnover; this is almost the

opposite for TO#2. This characteristic is not addressed in

the literature and it differs from tenure in that it only

involves the length of time spent at any one duty station

and not e total length of time in the Air Force. However,

since the majority of those with high turnover intentions

are also Lieutenants, this suggests that they may still be

at their first duty location, explaining the 2 to 3 year

time frame.

Years in Air Force: Mobley (1982) reports that tenure,

like age, has a consistent negative relationship with

turnover. Due to the individual's commitment, the earliest

they can voluntarily separate is at the end of their

Initial Active Duty tour (3 years). This probably explains

the low percentage for the 0 - 1 year group, followed by

the sudden increase in the 1.5 - 3 year group, seen in

TO#1. Removing the commitment as in TO#2, results in an

increase in both groups. The sharp increase in the 20 - 21

year group is probably due to retirement, and is the

opposite of Mobley (1982). By comparison, this

characteristic can also explain the high percentages seen

in the AFSC, rank, and time on stations categori.ec, C n

which they correspond to the high percentages in the early
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and late year groups.

Years in Nursing: This characteristic is not addressed

in the literature as readily as tenure. With TO#l, the high

intents are seen at the 1.5 - 3, the 6 - 10, and over 21

year groups. In TO#2, the high percentages are in the under

5 years groups. When compared to years in Air Force, this

suggests that those nurses who leave early in their Air

Force career are taking with them a high number of years

nursing experience.

Satisfactions

Research Question #2: What are the levels of satisfactions

in the study sample?

The satisfaction mean scores indicate that the nurses

are generally satisfied, but not to any great degree.

Satisfaction with the Air Force is highest at 5.1 (on a

Likert type 1 to 7 scale with 1 as high dissatisfaction, 4

as neither dissatisfied or satisfied, and 7 as highly

satisfied). Using a high, middle, and low breakdown, over

half of the respondents report high satisfaction. Although

an overall satisfaction was not obtained, this finding is

consistent with Campbell (1985), where the overall

satisfaction for the Nurse Corps was reported as high

(score was 20.88 on a 4 - 28 scale).

interpersonal s=atisfaction is next W4!:h a mean score of

4.9. Although a different measure, due to the supervision
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component contributing to the score, it can be considered

fairly consistent with Campbell's report of high

satisfaction with supervision.

Satisfaction with nursing is next with a mean score of

4.8, with half of the respondents reporting high

satisfaction. However, it is interesting to note that 13

percent of the sample report dissatisfaction with nursing.

Despite -11 the research on job satisfaction, nursing

satisfaction has apparently not been addresced.

Growth satisfaction follows with a mean score of 4.8

indicating that the respondents are fairly satisfied with

their opportunities to grow, learn new things, and use

independent thought. This finding is somewhat consistent

with Godfrey's (1978) national sample of 17,000 nurses.

Intrinsic satisfactions, or the degree to which the

satisfactions are from within the individual or work

itself, is next with a mean score of 4.7. This measure is

slightly low as compared to some of the other studies

(Godfrey, 1978; Munro, 1982).

Extrinsic satisfactions, or the the degree to which the

satisfaction is derived from those items external to the

work is last with a mean score of 4.4. In general, this low

mean is consistent with most of the literature in which

nurses report either low satisfaction o. 2issatisraction

with their working conditions (Beyers, et a 1, ; Eurton

& Burton, 1982; Cronin-Stubbs, 1977; Ginzberq, et al.,
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1982; Godfrey, 1975; Larson, et al., 1984).

Comparison of the different satisfaction mean scores in

relation to the respondents' AFSC indicates that the

nursing administrators (9716) are the most satisfied. Next

are the education coordinators (9756-D), then the mental

health nurses (9726), the operating room nurses (97235), and

the clinical nurses (9756). Campbell (1985) found a

slightly different order with the nursing administrators

highest, followed by the clinical nurse, operating room

nurse, and last the mental health nurses. Additional

support is from Simpson (1985) who reported that the

nursing administrators were generally more satisfied than

the staff nurses. When rank is added to the comparison, it

appears that nurses begin their Air Force careers as 2nd

Lts with a fairly high satisfaction, which drops when they

become 1st Lts, and then slowly rises throughout their

careers. This finding is consistent with Kelly's (1985)

study of British nurses. This is also consistent with Hulin

and Smith's (1965) feeling that workers begin their careers

with high morale, which drops during the first year of

service, remaining low for a number of years, only to rise

again as the length of service increases.

This same relationship can be visualized graphically

when the mean scores for the satisfactions are presented

throughout the years of service. Although the slopes are

gradual, and numerous variations are noted in each measure,

IN~
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they all show similar characteristics. They all start

fairly high, have an immediate drop followed by a plateau

and gentle rise. In all the satisfactions, a sharp increase

is seen during the later years.

When one looks at the same relationships between the

mean scores for the turnovers and the years in the Air

Force, the findings are also consistent with the

literature. Mobley (1982) states that there is a consistent

negative relationship between turnover and the employee's

tenure with the organization. This can been seen in the

graph as the turnover is high in the early years, and

although some drastic fluctuations are noted in the early

years, a consistent downslope is noted during the first 20

years of employment. Although not explained in the

literature, the turnover rises again at the 20 .ear point

and again with the fluctuations, continues to rise. What is

different here, and not addressed in the literature, is

that instead of looking at a specific year grouping, or a

specific category of nurse, an entire nursing career span,

from start to finish is pictured. In general, this career

picture resembles a shallow "U" shape.

Further examination of the graphs yields some

interesting observations. Using the gr.h for Air Force

Satisfaction (r=-.64525 for TO#l; r=-.71371 for TO#2) a- an

example (Ficure 12), some of these observations will 'e

addressed.
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These observations are given by specific year groups.

Initially the turnover intent (TO#l) is highest at the 2.5

year point, about the same time the initial commitment is

over and the decision must be made whether to stay in the

service or not (to apply for Indefinite Reserve Status).

During this same time frame, TO#2 is at the same level;

however it reached its peak at the 1 year point, indicating

that the decision is more than likely made at t'is time. In

addition, the level of satisfaction is also dropping, until

the 2 year point, when 1st Lt rank is made. This slight

increase (which may be due to t'ie substantial increase in

pay) is short lived as the satisfaction continues to drop

afterwards, reaching its low point at the same time TO#l is

highest. This suggests the negative relationship between

turnover and satisfaction.

After the decision is made, and Indefinite Reserve

Status is achieved, the turnover measures drop along with a

corresponding rise in satisfaction. Then comes the 4 year

point, the time period when the rank of Captain is awarded.

Approximately 95 percent of the 1st Lts make Captain, so

promoti-rn failure is probably not causing the subsequent

rise of turnover and the fall o. satisfaction. In addition,

the changes at the 4.5 and 5 year points cannot be

adequately explained, except that during these years, the

nurse is given more responsibility, is normally on a second

assignment, and may be applying for some of the career
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broadening assignments.

During the next few years, the turnovers gradually

rise, while the satisfaction gradually drops. This time

period corresponds with normal career progression of the

nurse from staff nursing to assistant charge nurse, to

charge nurse, i.e., assuming additional responsibility. It

is also the time when the nurses are encouraged, to

complete their initial Professional Military Education, to

.egin an advanced degree, or to specialize; in order to

make themselves more competitive for making the rank of

Major.

The 11 year point is about the time that the nurse may

be selected for Major. This could explain the sudden drop

in the turnover and rise in satisfaction. Approximately 60

percent of the Captains eligible for promotion to Major are

promoted. If not selected the first time, the nurse is

given a second chance the following year (chances of making

promotion the next year, in reality, are really not that

good). If not selected at that time, the nurse may be

continued as a Captain for another chance, or is discharged

from the Air Force, i.e., it's "up or out." This may

explain the increase in turnover at the 12 year point.

Promotion to Lt Colonel is next at the 16 - 17 year

point, and the fi~rt time se! zticn is approximately 40

percent. Similar to failure c- promotion to Majc-, t'he

nurse is given two opportunities before being discharged or
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continued. This may explain the drop in turnover at the 16

year point (those who made Lt Colonel) and the subsequent

gradual rise afterwards (those who didn't). Also during

this time, more responsibility is given, along with more

administrative duties (moving into AFSC 9716).

Retirement from the Air Force is possible at the 20

year point with retirement pay of one half of the person's

base pay. For each year :ast 20 (to a maximum of 30 years),

the ratirement pay goes up to a maximum of 75 percent of

the base pay. This retirement at 20 years, may explain the

increase in turnover at the 20 to 21 year point. in

addition, promotion to Colonel becomes a possibility about

the same time. The overall chance for making Colonel is

quite low as there can only be 2 percent of the total Corps

in this grade. If the nurse does not make Colonel, he/she

must retire at the 26 year point. As depicted on the graph

(Figure 12), turnover rises drastically at the 21 year

point, indicating multiple retirements, and then drops

until the 26 year point.

Of interest here is that although the inverse

relationships are still seen during the 19 to 26 year

group, in general, the satisfaction rises more than it

falls, indicating that satisfied nurses are turning over.

The other graphs show these similarities; however, the

variances do not appear to be as strorg a.s satisfacticn

with Air Force.

V /i-. 9 ~.%
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With mobility in general, the Nurse Corps is seen as

being highly mobile (mean 5.2 on a 1 to 7 scale), or in

other words they perceive that other jobs are available,

and that they can easily obtain them. This finding is

consistent with Price (1981). According to Mobley (1982),

mobility is significantly, although not strongly, related

to turnover. This relationship is apparent in the graph in

that when turnover goes up or down, so does the level of

mobility.

Impact of Satisfaction on Turnover

Research Question # 3: What is the impact of the

satisfactions on the levels of turnover; and how does the

perceived mobility moderate this impact?

The Statistical Package for the Social Sciences (Nie et

al., 1975) was chosen as the method of computer programming

for the statistical analysis. Multiple regression was

chosen because it is a general statistic with which one can

examine the relationship between a dependent variable and a

set of independent variables at the same time. In addition,

a ranking of the independent variables is accomplished to

determine which of the variables within the set have the

greatest impact.

When the set of satisfactions were regresse d on the

levels of turnover intentions, a stron: negative

relationship was seen. With TO#l, all satisfactions

P p * gm '..''a..".V% -.
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combined generated a multiple R (negative) of .64795, and

when squared, equalled .41984. This means that close to 42

percent of the intentions of turnover can be explained by

satisfaction. This finding is consistent with the

literature, except that the r=-.6 is higher than expected

by Mobley (1982).

Closer examination of the regression reveals that Air

Force satisfaction provides a'most all of the explanation

(41.6 percent). The other satisfactions added to the

equation £rovide less than .3 percent, even though the

simple r's may alone be significant. Indeed, satisfaction

of Air Force may well be an "overall measure," making the

other measures subparts of it.

Similar findings are also apparent when the set of

satisfactions are regressed on TO#2. Multiple R indicates a

strong (negative) correlation to the turnover (r=.71991),

and squared equals .51827. Therefore, over half of this

turnover intent may be due to the satisfactions. However,

closer examination again reveals that Air Force

satisfaction provides almost all the explanation of this

equation, and the other satisfactions (although significant

by simple r) provida little.

According to Mobley, overall satisfaction measires tell

little as to what aspects of th, job are contributinc to

the turnove-r. So, to ter-%2e tc i:2at of the vwcr, the

satisfact.ions derived from tne to:e as9 regressed on

-VW
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the turnover.

With TO#Il, regression of the four work satisfactions

resulted in a multiple R of .43580 and when squared served

to provide 18.9 percent of the explanation for turnover. As

before, closer examination of the regression reveals that

most of the weight is provided by just one variable,

intrinsic satisfaction. The other three variables only

provided less thai .2 percent of the variance.

With TCJ2, similar findings are also seen, except that

the regression provided 25.8 percent of the explanation for

the turnover. Intrinsic satisfaction again provided almost

all of the weight in the equation, as the other three

variables provided less than .5 percent.

Both these findings are consistent with with Mobley, et

al., (1979) where they conclude that satisfaction with job

content is consistently the strongest of the satisfaction

correlates to turnover.

The aspect of mobility was then added to the first

regression equation of the six satisfactions. As a result,

only a small increase was noted: 1.2 percent with TO#l, and

2.3 percent with TOE, indicating that the moderating

affect of mobility is not that apparent. Mobley (1982)

states that this low relationship may be due to inaccurate

or unrealistic expectations if the employee is not aztively

seeking a job, whic is probably the case in this st!Hy.

Even though the overall impact of the saLs~ctcns
N

I
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low, indicating that turnover is due to some reason(s),

other than satisfaction, additional regressions were

performed to determine if a cause for the satisfaction

could be found.

Work Role Design on the Satisfactions

Research Question #4: What is the impact of Work Role

Design on the levels of satisfactions.

Each of the major components of Work Role Design were

regressed on the measures of satisfaction to determine

their impact. For the general measures of satisfaction,

i.e., Air Force and Nursing, similar results were seen.

With Air Force Satisfaction, 24 percent can be explained by

the job. Closer examination reveals that close to

two-thirds of this explanation is due to the equity and

consistency of the organizational policies, and the

one-third is due to the motivating potential score. All of

the feedbacks combined offered little. This is probably due

to the Air Force being a highly structured bureaucratic

ofganization, that relies on a strong adherence to rules

and regulations. Even though thz mean score for this

variable seems to indicate that the nurses Perceive unequal

cc;.sistency with the organizational policies, it is unclear

why the variable explains so much of the variance.

With tie motivating pctential, azcor]dlng to Hackman n

Glihan (1980), the mean score of 141 is higher than the
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national average of 128; however, it is lower than the 196

reported by Guthrie (1985) for nursing managers. The impact

on this satisfaction is probably due to the high internal

motivation results from the high MPS. According to Hackman

and Oldham, the MPS does not "cause" individuals to be

satisfied, but creates an atmosphere in which they can be

highly motivated to perform well, and in turn can be

satisfied.

When tae same variables are regressed on nursing

satisfaction, only 19 percent of the variance is explained

by the same two variables, in about the same ratio. The

rational is similar, in that nursing, like the Air Force,

is also high structured, and lends itself well to the MPS.

With the intrinsic satisfaction, of the 54 percent that

can be explained by Work Role Design, 41 percent is due to

the MPS, followed by the organizational policies. This

finding is again supported by Hackman and Oldham in that if

the job is internally motivating, and the person performs

well, he or she would then obtain satisfaction from the

job, or intrinsically. The org&.i7ational policies would

also affect how the person feels about his or her work.

This same relationship is apparent in the growth

satisfaction, and according to Hackman and Oldham, if a

person with a high growth need strength has a highly

motivating job, he or she is more apt to perform well, and

in turn be satisfied.
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Although the regressions indicate that with the

extrinsic satisfaction, the MPS and organizational policies

contribute most to the equation, their relationship is

lower. The relationship may be be due in part to the

perceptions the individual has about how internal

motivation affects work performance, which in turn will

affect the external outcomes provided by the job. Hackman

and Oldham address this aspect as the high work

effectiveness.

With interpersonal satisfaction, positive supervisor

feedback provides 38 percent of the explanation for this

satisfaction measure. Even with a mean score indicating

that the feedback is seldom given, the individual (like

those seen in Seybolt, 1983; 1986) places a high value on

it. The high portion due to the MPS suggests that the

person has a better chance for a social relationship with

his or her work than with peers or the client.

The regressions of the components of the MPS on the

total score are similar to what Hackman and Oldham

describe. To obtain a high motivating potential, a job must

have both an experienced responsibility (autonomy), and a

knowledge of the results (feedback). On the other hanr,

they feel that although the other three are important, arJ

contribute to the overall meaningfulness, a low score, or

absence of one of the attribute7 will not significantly

alter the overall motivation of the job. They also feel
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that a high responsibility or knowledge of the results can

compensate for a low score in the overall meaningfulness.

These individual components of the MPS were regressed

on those satisfactions thought to be most affected. With

the intrinsic measure, as expected, the experienced

responsibility for the work explained most of the variance.

This is probably due to how much the individuals are

satis ied with their freedom, independerce and discretion

allowed them in doing their work, whic:, in turn will

provide them with the inner rewards. The feedback is

significant here in that it provides them with the overall

knowledge that they are performing well, whether or not

someone tells them so.

Similar findings are seen with the growth satisfaction

in that the individual has the freedom to search out, use,

and learn from what they feel is important to them, and

with Skill Variety, the job provides them with the varying

opportunities to do so.

With the extrinsic satisfaction, the feedbacks didn't

fare so well. This could be due to the perception that the

person is going to obtain the extrinsic measures, no matter

what he or she is told. However, due to the 10.5 percent

total from the supervisor feedbacks, it also shows that the

individual may still knows who the boss is.

The regression of the fee bac1s indicate that the

individual places more credence in what. he or she is told
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by the supervisor and in the positive feedback received

from the coworker. The low impact of the other feedbacks

may be due in part to an absence of any client feedback, or

negative feedback from one's peers.

In general, little support can be seen for a great

impact of the Work Role Design on the satisfactions, other

than with the organizational policies and Motivating

Potential provided by the work itself. -his finding is of

interest, in that historically, according to the literature

(Hackman & Oldham, 1980), the Work Role Design should have

a strong impact on the intrinsic and growth satisfactions.

Individual Motivations

Research Question #5: What is the impact of the Individual

Motivations on the levels of Satisfactions?

Similar to work role design, each of the components of

the individual motivations were regressed on the levels of

satisfactions in an attempt to determine a cause.

With Air Force Satisfaction, the signifi-ant component

that has an impact is the perceived equity of rewards. The

other variables offer little if anything to the total

equation. The mean score for this variable indicates that

the resoondents barely feel that these rewards are

administered fairly. However, the regression indicates that

they still place a high value on these rewards, and may

also indicate that those receiving the rewards are also the
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ones satisfied.

Nursing satisfaction is similar, except that the

overall percent of variance explained is lower. The low

mean score, combined with the low percent explained by the

variable, could indicate that due to this perceived

inequity, the satisfaction is lower, thus blaming nursing,

and not the Air Force.

Equity oL rewiards is also fairly high with intrinsic

satisfaction; however, an addition is seen to the equation.

According to expectancy theory, if the person receives what

is desired, his or her motivation increases, thus

increasing his or her chance for satisfaction. In this

case, it appears that what he or she receives intrinsically

has more impact on the overall satisfaction, and no impact

is seen by what he or she wants.

As above, the equity of rewards is fairly high with

extrinsic satisfaction; however, the quantity of rcle

overload also has an impact. The equity of rewards is

apparently perceived as an extrinsic portion of the job,

and may be equated with the extrinsic measures of pay and

promotions, which would serve as an explanatiorn for high

imoact. The role overload may be due to the indivi''a!'L's

perception that h or she is nzt compens'ated for any of the

extra dutie perfirned, i.e., n0 cvertime n, or

comnensatory -ine off.

Equity of re4arcs also seems to have a strong impact on

OP
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the interpersonal satisfactions, and may be due to the

perception that the interpersonal relationships may in part

be dictated by who is receiving the rewards, or for that

matter, who is giving the rewards. The role ambiguity is

apparently affecting the relationships individuals have

with their supervisor, in that role clarity is determined

by this relationship. The mean scores indicate that in

general, the roles 3re not ambiguous. A3 before, the

internal motivation received from the intrinsic happenings

appears to be affecting the interpersonal satisfactions.

The equity of rewards acain seems to have a fairly

strong impact on the growth satisfactions, and in addition

is also affected by what the individual obtains from the

growth aspects of the job. The other measures have little

impact on the rest of the equation.

Looking at the expec' -ncy theory, in general, the

person will be motivated, or satisfied, if he or she

obtains (the instrumentality of performance) what he or she

desifes (the valence of the outcomes). Regression of each

of the specific valences and instrumentalities on their

specific corresponding satisfactions failed to show this

expectancy relationship. In all the cases, what happens to

the individual provided more of an impact on the

satisfacticn, than did what the individual wanted. In

reality, the valence provided little if any impact on the

equation.
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In general, the impact of the individual motivations is

weak, with the only strong characteristic being the equity

of rewards. Since the Work Role Design provided little

impact, one can only conclude that the satisfactions are

due to some other measure.

Stated Reasons for Turnover

Research Question #6: What are the individual' stated

reasons for either leaving or remaining with the

organization?

The regressions of the satisfactions on the turnover

only provided part of the overall answers to why nurses

were leaving, or for that part, why they were remaining.

More specific answers are obtained from the write in

responses given by the participants.

Examining the responses by groups, rather than

individually, gives a clearer picture of the overall

reasons. This could be because the respondents are given

the opportunity to state whatever reason they feel, using

their own words. In addition, they are given the

opportunity to explain their response. With the forced

choice, he or she must pick the response that most

resembles their feelings. in general, most of the nurses

responded to the questions, even if they had no intentions

of leaving; however, when c .ped to the nurss with high

intention, in most cases, the reasons were the sane.

PUf..
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Looking at the general population, the top reasons

given for leaving, the largest group consisted of the

working conditions, followed by family responsibilities,

the job related reasons, politics, and supervision.

However, for the leavers, despite the working conditions

being first, politics was next, followed by the job related

reasons, family responsibilities, and then supervision.

With the working .onditions, politics, and supervision,

what the respondents are saying is that they do not li':e

the way in which they are being treated. In addition, with

the job related issues, it appears that the nurse3 want

more opportunities to choose, and to participate in the

decisions that ultimately affect their careers. The

findings for the leavers are fairly consistent with the

literature, but may not be in the same order given

(Cronin-Stubbs, 1977; Friss, 1982; Ginzberg, et al., 1977;

Godfrey, 1975; 1977; Gulack, 1983; Hallas, 1980; Kovner &

Oliver, 1977; Moore et al., 1981; Ruffing et al., 1984;

Sigardson, 1985; Simpson, 1985; Wolf, 1981; and others).

The top reasons given for staying, from the general

population, consisted of the job related reasons, benefits,

education opportunities, assignments, and person-:! reasons.

For the leavers, the greatest response is from the benefits

and job related reasons, followed by education opportanity,

personal reasons, and politics. The nJrses iricate:

through their responses that they like the career a- ......
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ment and security afforded by the Nurse Corps. In addition,

the benefits seem adequate, and may even have a slight hold

on them, i.e., good pay, with good retirement. As with the

reasons given for leaving, the reasons for staying are also

supported in the literature (Araujo, 1980; Gulack, 1982;

Lemier & Leach, 1985; Seebold, 1984; Weisman, 1982).

6Mp



CHAPTER 7

SUMMARY AND IMPLICATIONS

Rationale and Objectives

Nursing turnover is costly in terms of money,

personnel, and erployee morale. Some of the research in

nursing turnover has alluded to job satisfaction as a major

cause of turnover, while other nursing research alludes to

personal reasons or the job itself as the cause. Most of

the research was conducted in the private sector, utilizing

either a small number of nurses, or a small number of

hospitals in the study. In addition, few researchers

identify concrete methods for retention.

This study was undertaken to determine: 1) the identity

of those at risk for turnover, 2) how different measures of

satisfactions imoact on this turnover, 3) the iopact of

both Work Role Design and the Individual Motivations on the

satisfaction-, and 4) the individual's stated reasons for

turnover. It was reasoned that if the satisfaction factors

do impact on tur-.ver, and if they can be ea3ily

identified, more a£-.7nistrative attention could be focuse

on these factors ti:-uch the em-ploynent of either Work Role

Design and/r ,ot , oa Theory, to ic.re.as reen

znd ultimately de-re-,se trnover.

!~~*F ~ *~~'~ ~%r~c~~ q *~
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The research model (Figure 11) used, examined the

relationship between the levels of turnover intentions

(with and without the aspect of forced commitment) and the

levels of satisfactions (Air Force, nursing, intrinsic,

extrinsic, interpersonal, and growth). The aspect of

mobility (the ease and desirability to leave) was alded to

this relationship to see if the overall impact would

change. In additio-, the model examined the relationship

between the levels of satisfactions and Work Role Design

and the Individual Motivations.

The basic purpose of this research was to look -t the

phenomenon of nursing turnover, from a managerial

perspective,as it relates to the U. S. Air Force Nurse

Corps. A descriptive design, utilizing a survey instrument

designed by John W. Seybolt, Ph.D., was employed to assess

the nurse's turnover intentions and levels of

satisfactions.

Sample and Methods

The population for this research consisted of the 5,124

nurses on active duty in the U. S. Air Force, a3signed to

one of the 124 Medical Treatment Facilities, wrd 4je, The

sample population consisted of 1,200 of the 4,290'

as;igned in Air Force Speciality Code ( c%): 9715 k[::s5-

Administrator), 9726 (Mental Healt N:2sI, .

Room NurSe), 9756 (Clinical Nur~e~, 9 5- 7>.

Coordinator [Tabl.e 4]. The setting for sarwle i nzli]€ i
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all the U. S. Air Force Medical Treatment Facilities world-

wide (from Medical Center to Clinic).

An attitude questionnaire was utilized to determine the

individual's turnover intentions, level of satisfaction

(Air Force, nursing, intrinsic, extrinsic, interpersonal,

and growth), mobility, motivating potential, interaction,

consistency and equity of policies, valence of performance,

role perceptions, and perceived equity of rewards. In

addition, open-ended questions were used to determine

stated reasons for leaving or staying. Overall, 835 usable

surveys were returned for an adjusted return rate -of 73.75

percent (Table 5). Participation included most all of the

Medical Treatment Facilities (Table 6).

Factor groupings used were those used by Seybolt (1978;

1983, 1986), and although the entire questionnaire was

administered, only those items significant to the study

were analyzed. The Statistical Package for the Social

Sciences (Nie, et al., 1975) was the method used for

statistical analysis. Reliability of the instrument was

ascertainel by the use of the Cronbach a' a test.

Demograpic3, turnovef intentions, arnd t;e leveIs 0>

satisfactions were analyzed using mutile, selected

frequency distcibut lo s. T:cpacts were ne a r J usin=

Pe a rso c:rrelations an, ] tiple reg[Q23 io>E > .e e 3.



213

Findinos

Gener- lization

In general, comparison of the sample demographics to

the actual Air Force population showed fairly ,i gh

comparison percentages. Even though some raw number ns may

be low, the sample should be considered representative, and

thus generalizable to the study population.

Reliability

The high reliability of the survey instrument main

sections indicate that the questions were homogenous and

measured what was intended. The low measures for some of

the specialized groupings may be due to the variability of

the responses, or to the idea that some of the questions

were not homogenous, and should not have been included in

the grouping.

Turnover

Two measures of turnover were used in the stud''. One

measured the overall intent to leave the Air Forc-, whie

the other removed the asnect of forced coiter.

The first ,.. (-7i; -entifie - .-_  9.: < ,

the sample were at hijgh ris- for tu'rnTver, a

closely equate. ro t a., .I . -

percentaac. h o' .c.-(K2 ,

co7 ite7 t :- . -

wer'e at high risk [ [ t. ..... . .1

-p

"m " I %")" % " % ,'- • 4 ,'.', '4'j " .'' . ' ' ."4" ' W 4__G . ," " W .'I
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Demographics of Turnover

In general, the description of nurses at high risk for

TO#l, indicate that they are either the youngest or oldest

of the group, female, primarily single (however if married,

would have a military spouse), not the primary wage earner

(if more than one wage earner), assigned to a hospital with

30 to 39 beds, located in the continental United States, in

AFSC 9756 (if youiger) or 9716 (i.f older), with the ran': of
V

1st Lt (if younger) or Colonel (if elder), with a

Bachelor's Degree in Nursing, on Indefinite Reserve Status,

assigned to their present duty location for over 2 years,

with 1.5 to 3 years in the Air Force (if younger) or over

20 years in the Air Force (if older), and have either 1.5

to 3 years nursing experience (if younger) or over 20 years

nursing experience (if older).

The description of the nurses at high risk for TO#2,

indicate that they are the youngest, single or divorced,

not the primary wage earner (if more than one wage earner),

assigned to a hospital with 70 to 159 beds, located in the

continental United States, in AFSC 9736, 9726 or 9755, in

the rank of 2nd Lt or 1st Lt, with a Bachelor's Dearee in

N4,rsing or a Ma -ar's Degree in Nursing, on their Initial

Active Duty tour, asuijned at their. present duty loca tion

for 1 to 2 yeafs, ur.r 3 yeir in the Air Force, an.- ander

years experec, -.

-~. ~ * S ~ . % %
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Satisfactions

Six measures of satisfactions were used in the study:

1) Air Force, 2) nursing, 3) intrinsic, 4) extrinsic, 5)

interpersonal, and 6) growth. in addition, mobility was

measured as it relates to the impact of satisfactions on

tirnover intentions.

In general, the respondents appeared to be satisfied,

.ilthough not highly satisfied. The mean scores indicated

th.t satisfaction with Air Force was highest, followed (in

order of preference) by interpersonal, nursing, growth,

intrinsic, and extrinsic.

Turnover and Satisfaction

The mean scores indicate that there is some

relationship between turnover and satisfaction, i.e., when

the intent for turnover is high, in general, the level of

satisfactions are lower. Multiple regressions indicate that

of all the satisfaction measures, satisfaction with Air

Force alone supplies 42 percent of the variance for TO#l

and 52 percent for TO#2. The other measures add little. in

addition, mobility ad.ds litle to the eauation. Of the more
I.

specific measures, hen :egressed apart from Air Force and

n iI-s ing, in tri.si s ti c c I (,n c r .es th S: st w i ht

Althoumh 42 or 52 oercent of the tul:rover may be dh, to

s~tisfact1 r. with Air ?:, 4 -e r * ...... nq indcict t~at

is d to s-,e ;:her cau-.
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Impact of Work Role Design

on the Satisfactions

Multiple regressions indicate, in general, that the

perceived consistency and equity of the organizational

policies and the Motivating Potential of the jobs are the

most important in determining the levels of satisfactions.

The reason behind the high regression for organizational

policies may be due to the Air Force (and nursing) being a

highly structured, highly bureaucratic organization, that

has strong reliance on rules and regulations. Th::

Motivating Potential indicates that the nurses place a high

value on their job, which in turn supplies high

satisfaction.

Impact of Individual Motivations

on the Satisfactions

The multiple regressions of the individual motivations

on the satisfactions indicate that, in general, the

perceived equity of rewards is the most important in

determining the levels of satisfactions. The other factors

only supply little explanation to the variances in the

satisfactions. The rationale behind the perceived ezjity of

rewards may be explained by the importance the individual

places on these rewards; and it doesn't appear to matter

where the rewards are coming from, i.e., fron the

organization, the profession, the job, the Y.y, ..

interactions, or growth.

%OJI

% q
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Stated Reasons

The regressions indicate that turnover and the

satisfactions must be due to some other cause. More

specific answers are obtained from the written responses.

In general, for the total group, the reasons for leaving

given most often were related to (in order of importance)

working conditions, family responsibilities, the job,

politics, supervision, and the personal reasons. Fcr those

with high turnover intentions, the reasons given most often

were related to (in order of importance) working

conditions, politics, the job, family responsibilities,

supervision, and policies.

The reasons for staying for the total group were most

often related to (in order of importance) the job,

benefits, education, assignments, personal reasons, and

politics/ policies. Some changes were noted for those with

high intentions for turnover and were related to (in order

of importance) the job, benefits, politics/policies,

education, and the personal reasons.

L-lications for Nursing Practice

This study has demonstrated, as was found in the

literature, that the younger nurse, with a low tenure, is

more prone to leave the organization. Although the turnover

intent peak- at the 3 year period for TO#l, the sud.C-'en

seen in TO'2 at the 1 year poirt indicates that the

decision to leave is made quite some time before the

I4
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individual can separate from the service.

The other group at risk is those in the later years,

i.e., over 20 years in the Air Force. This group is

apparently taking advantage of the 20 year retirement

afforded them by the military, leaving the Air Force at an

early age, i.e., 40 to 45 years old, with a guaranteed

income (at least one-half of their base pay), so that they

can either reenter the job market c-ompetitively, or do

nothing. Although not proven, it is assumed that this

decision to retire at 20 years is made quite early in the

individual's career.

The turnover intentions, by percent, equate closely to

the actual turnover in the Air Force Nurse Corps. According

to Mobley (1982), turnover intent is the best predictor of

actual turnover; thus, it can be safe to assume that the

Air Force will have close to 9.5 percent turnover during

the next fiscal year. This turnover is still considerably

lower than the national average of 18 rercent (NAHCR,

1986), and is in line with the last two fiscal measures.

Also, some turnover is considered to be necessary for

organizational growth (Dalton & Touor, 1979; 19S2; Mcbley,

1982). With this in mind, since the level of t ,rnov_-

the same, there nay not be a problen; thus, it may not be
P

necessary to implement any progra, s to deal with tu-nover.

On the oth: hand, dUe to 1-- 4i than avr

renlacement costs associated wit", the iuse Corcs, t.''S
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level may be too high, thus requiring methods to lower it.

Due to the low percentage of nurses leaving by retirement,

emphasis for retention is on the younger population.

This study focused on the turnover intentions,

attempting to find the causative factors. Comparison of

these factors to the reasons listed in the Nurse Corps'

Separation Analysis (Table 1) was impossible, as those

found in this stu(5y diffEred in context. The literature

suggests specific exit interviews for each person

separating (Bayley, 1981), so that this pertinent,

causative information can be ascertained on an on-going

basis. Since Air Force nurses must give a minimum of 6

months notice prior to voluntary separation (that is, i

they do not have a commitment to fulfill), more than ample

time exists for these data to be obtained. The information

could be gathered through a mandatory, yet confidential

questionnaire, filled out by the separating nurse, in

addition to a personal exit interview with the facility

chief nurse. The completed questionnaire and inter'iew

results could then be forwarded to the Military Personnel

Center so that trend analysis can be accomplished.

Satisfaction with Air Force has been shown to have the

most impnact on turnover; however, it only explains part of

the variance in the turnover measures. Further regression

indiczes that tils satisactic-n may be due in art to the

equity aid consistency of orcanizational -policies, the

VN -
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motivating potential of the job, and to the equity of

rewards. Any corrective actions intended to increase

satisfaction should, therefore, include these three

factors. In addition, one cannot overlook the stated

reasons given for leaving and/or staying.

Organizational policies may include transfer policies

(in the Air Force this could mean assignments, or moving

from one unit to another), working hours, rotating shifts,

leave policies, etc. (Mobley, 1982). These policies compare

quite closely to the working conditions reasons given for

leaving. The majority of these can be corrected at the

local level, without any great expense or involvement by

administration. For example, more fair and equitable

assignment of extra duties, shift rotation of the nurses,

granting of leaves, or more voice in the working hours may

be all that is necessary to improve the satisfaction.

Along with the organizational policies is the area of

politics, in which one nurse sees himself or herself as

being treated differently than another nurse (this may alsn

be seen as how another professional [a physician] is

treated differently than the nurse, i.e., "pro-pay").

internal jealousies may develop 4f, _ exam le, one nurse

is arbitrarily chosen over another nurse for a special

school, with lit"Le regard to seniority (rar.> cr ti:e on

staton, < -me [ sevice , rodiucti' ;~, p s

performance, qualfications, etc. It .-ppears logical that

A " .4 11 %

'h



selections of this kind are made by using a systematic

approach, and are not just arbitrary selections; however,

they are not always perceived as being made in this way.

Thus, conflicts are inevitable. The impact of these

conflicts can be lessened if a meaningful, honest

explanation, by the supervisor (or person making the

selection), is given to the nurse involved.

According to Hackman and Lawler (1971) and Hackman ard

Oldham (1980), in order to establish proper conditions for

internal work motivation, a job must: 1) allow workers to

feel personally responsible for an identifiable and

meaningful portion of their work, 2) provide work outcomes

that are intrinsically meaningful or worthwhile, and 3)

provide feedback about performance effectiveness. In other

words, the harder and better an individual works on such a

job, the more opportunities he or she will have to

experience higher order need satisfactions and the more

incentive he or she will have for continued effective

performance. This motivating potential equates closely with

the stated "job related" reasons given by the respondents.

Primary nursing is often mentioned as a curative

measure for this area; however, it may not be possible in

the Air Force envinronment. Howevr, a oz:fied approach

:ilht be indicated, i.e., a sort of primary-tean approach,

where the nurse is riven responsibility for the admissicon,

assessment, initial planning of care, and the evaluation of
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care for some of the patients, but may delegate a majority

of the care given to subordinates. Another ;ethod involves

one of the most despised extra duties, committee meetings.

Just assigning nurses to a committee does nothing, unless

they are given some responsibility for an action and the

authority to carry through with that action. In addition,

if staff nurses are involved with the decision making and

implementation of policies and procedure.-, they may be more

committed to them, and thus Ze more motivated.

Thi last area deals with the perceived equity oL

rewards. Anyone familiar with the military should realize

that the majority of the extrinsic rewards are "givens."

For example, all personnel get 30 days of leave each year,

no matter how long they have been in the Air Force. This

leave may be considered a reward by the way in which it is

given. Another example is pay. In the military, pay is

determined by rank, and time in service, and is paid

regardless of the amount of time worked per pay period,

amount of overtime, extra duties performed, or even if the

individual worked duaring the pay pcfiod. In essence, a por

performer is paid the same as an ov-r:achiever (althouh the

poor performer may not last very long in the military). P-i

then, is not really an effective reward,. However, there .. ay

be other rewards. One example nay be "a"ditionai" ti'c off,

or some sort of cc;. aor; r .ne for 'e ti: I'S

performed. Staffing na: not aiwysallow this; howver, if

NN%N
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available, every effort should be made for a fair and

equitable approach, rewarding those deserving (rewarding

those others serves to negate the reward). Additional

recognition may also serve to provide rewards. For example,

creation of a "nurse of the month," recognizing an

outstanding nurse in a special way, for the work that he or

she does, may be one method. Other rewards may be just

simply giving the nurse h-nest feedback as to his or her

performance, recognizing that he or she is doing a good

job, or if not, giving the nurse methods that can be used

to correct his or her performance.

Another method mentioned in the literature deals with

the establishment of career ladders or means to advance

without having to progress into the administrative track.

This method may not be suited to the military environment

either, as the military promotion system follows the "up or

out" philosophy (if not promoted, the nurse is separated

from the service). With each promotion comes addizional

responsibility, which serves to move the nurse to more

administrative positions. However, a modified approach can

still be used in some cases, by instituting a sort of

"clinical specialist/consultant" program, where expertise

is recognized. For example, if the nurse has a proven

expertise in a speciality area, i.e., Cardiology, Dialysis,

Oncology, etc., regrdless of the nurse's rank, this person

should be used as a resource for teaching other staFr

i ' '. p . k . ". ". " '- . **° . ".**.. . " " . . . .
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members, planning patient care, and so on. Although this

may be looked upon as another additional duty to some, it

may also serve to provide intrinsic rewards to others. The

key to rewards is the value that the individual places on

it as a reward.

The changes mentioned above can all be implemented at

the lower, institutional levels; however, for them to

succeed, they must have the recommendation and support from

higher headquarters. In reality, the fai: and equitable

treatment of the nurse in regards to organizational

policies, working conditions, politics, and rewards, along

with the creation of an environment that provides internal

motivation, should be all that is necessary to improve the

levels of satisfactions. It only appears logical that a

satisfied nurse is a nurse that will remain with the

organization.

If more nurses do decide to remain in the Air Force, a

dilemma could be created for the Nurse Corps. Currently,

Congressio;al limits are placed upon how many nurses can be

on active duty at any given time. Since the nurse must

apply to remain on active duty, li.itA ae controie5

through how many nurses are selecte' by the Indefinit

Reserve Board. The present policy renres those nurses L-lo

wish to remain to apply between the 2ar 2.5 year point of

their i.itial commitment. if zelect->, t-e, may (if t'-

continue to receive pfomotions) stay until retirement. 7
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addition, in order for them to separate after selection,

they must give a minimum of 6 months notice (and must have

fulfilled all commitments). If they do not apply, or if

they are not selected, they separate from the Aif Force at

the end of their commitment. More nurses requesting to stay

may create more work for the selection board; however, it

also gives the board more quality nurses to evaluate,

resilting, ultimately in a higher quality Nurse Corps.

This last recommendation requires action and further

research from higher headquarters, as it involves a change

in the Air Force Regulations. The change involves the

application for Indefinite Reserve Status (IRS). Instead of

the nurse who desires to remain applying at the 2 to 2.5

year point, I propose that they extend for another 3 year

period, changing the application for IRS to the 5 to 5.5

,ear point. These nurses on extension should be allowed to

separate as before with 6 months notice, as long as they

have no commitment, and as before, if they Co not apply

within this new time frame, they separate. Since the nurse

would have to apply for the extension, the change doesn't

force anyone to stay past their initial ro'it et;

however, it provides two distinct advantages: 1) it gives

the nurse more opportunity to make the career decision (nst

basing their decision on just 2 short years. i- the Ai:

Force), and 2) i: gives the Air Force o p7crt-- t -

evaluate the nurse's potential.
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Implications for Nursing Research

The recommended changes could be implemented in all the

Medical Treatment Facilities, and after a predetermined

time, could be reinvestigated.

As the majority of stated reasons for leaving were in

the areas of working conditions and job related areas, I
further research needs to be done to specifically identify

what the various satisfitrs/dissatisfiers are. Just knowing

that the nurse is satisfied or not is not sufficient inless

one can identify the causes for satisfaction.

A longitudinal study could be conducted to determine

the turnover and satisfaction changes over a period of

time. This would reveal if any trends are apparent that

affect the nurse's decision process.

A study of this magnitude creates many questions and

offers many avenues for further exploration. Further

statistical examination of howi the individual's demographic

characteristics impact on turnover and satisfactions would

provide additional, valuable information for the researcher

and nurse manager. A comrn>rison study of the sister

services would also provid-. comparison data.

Limitations

The sample was linite! to U. S. A:: Force nurses, on

a t e -- 0 9736, and 9756-D

assicne2 tD the 2edical Treatment Facilities worldwide.

'',' ~ ,.. ~ '1.. ~ *.I*.~*.d'.p~. ~IJ d .i'
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Generalization of the results can only be made to nurses in

these categories. Limited generalization may be possible to

other active duty U. S. Air Force nurses, and to the nurses

assigned to the sister services: the U. S. Army Nurse

Corps, and the U. S. Navy Nurse Corps.

This study only explored selected, general group

satisfiers, associat-d with job satisfaction. The

individual sathsfiers were not addressed except in hc4 they

provided input to the group satisfier.

Total random selection of the respondents was not

possible due to the limited availability of information.

So-e bias may have been used in the selection process. Even

though participation was voluntary, having the chief nurse

select the respondents coupled with the cover letter signed

by the Chief, Nurse Utilization Branch, may have compelled

respondents to participate.

In addition, the author is an ac.ive duty U. S. Air

Force Nurse Corps officer, and may be known by some of the

respondents; however, it was hoped that the assurances of

anonymity and cc fidentiality were accepted.

Conclusion

The demographic characteristics of nurses alona with

their levels of stisfactions can have an impact on their

turnover intentions. if an individual is satisfied with the

job, he or she i3 not apt to leave the oraniz~tion.

addition, the equity and consistency of oa a 7 "1

*.~ #. ~ -- r --.
i-i~.%
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policies, the motivating potential of the job, and the

perceived equity of rewards can have an inpact on tl ene

satisfactions.

By understanding the demographics of turnover, t,-.e

satisfiers that influence turnover, and the factors

impacting on the satisfiers, the nurse manager can develop

methods to reduce turnover.

o
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Surveys Soft to Medical facilities

Medical Cente C 160 Bed

(AFSCI t9716, (97.6) io976) (27O) i3o56-D) Total
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7
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Hospital ( 30 Bed
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-42 t rsc )ta'
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Totals

By Size
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Size Bed Col tC M.al tLC na' Cot Lt jilt itC 49a7 Cot jit 1Lt LtC jai 6tjjLt2t itC -a ICot 11.1
TotaI sent 30 36 36 5 30 52 30 0 9 46
n-124 (AFSC qotal) (102) (92) (147) f823) (36)
MedCenter > 160 12 7 3 2 5 ,3 6 8 3 1 7 2 5 3 ,6 44 37 Z7 2 1 1 - .05

(22) (34) (18) (127) (4)
Hospital 70-,9 6 1 1 - 1. 2 4 5 - S 4 3 3 40 31 J1 - 6 -

(14) (22) (18) (115) (8)
HOsp.tal 40-69 4 7 5- -.-.- - - - 4 5 5 3 - 14 51 34 Z6 - 3 2 - ls

(16) (17) (125) (7) (1)
Hospttal 30-39 - 5 4 -.-- - - 2 8 2 4 - 12 33 35 .6 - 2 3 -

(9) (19) (106) (5)
Hospital < 30 - 7 6 . .- . -.--- 4 14 2 1 - 9 44 38 31 - - 4 - 1

(13) (21) (122) (4) (1)
Clinic - 415 - ------- - - A 1 - - -- 42

(19) (17)
Total 23 37 34 X 6 25 10 3 19 4015 16 6 -8 !76 .41 2 14 12 - .20
n-124 (ASC Total) (94) (56) (93) (612) (28) (2)

By Rank and AM~

4716 9726 9136 4fi56 7-6-D :-tner Total
CoL 23 A-
LtC 37 2 3 6 2 55
me3 34 6 19 61 14 179
tpt - 25 40 228 12 389
-lt - 10 15 176 - 241
2Lt - 13 16 141 - 306

Total 94 56 93 612 .45
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Reply to
Attn Of: John C. Nichols, Major, USAF, NC

AFIT/CIMI (University of Utah)
2519 East Joni
Layton, Utah 84041
(801)544-3658

Subject: Job Satisfaction Survey - Air Force Nurse Corps

TO: Facility Chief Nurse

1. I am an AFIT student in Nursinc Administration at the University of Utah
interested in researching the correlation of job satisfaction and turnover
intent, as it relates to the Air Force Nurse Corps. This study will partially
fulfill the requirements for a master's degree.

2. The purpose of the study is to 1) determine the level of job satisfaction
through an examination of nurse's perceptions of their work role design, 2)
identify certain miscellaneous aspects of the the job along with the
individual's mobility and intent to leave the organization, and 3) determine if
the level of satisfaction and intent to leave are influenced by biographic,
demographic and/or professional characteristics of those nurses responding. The
information gathered will be included in the thesis report and also sent to
Chief of the Air Force Nurse Corps and the Chief, Nurse Corps Career Management
Branch, at AFMPC....If specific components of job dissatisfaction are identified,
it is possible that changes can be made to improve the overall job satisfaction
of the Air Force Nurse Corps.

3. The validity of this research depends upon how close the sample design is
followed. As sensitive data, i.e. names, assignments, etc. can not be provided,
I ask for your assistance in helping me accomplish my objective. I have enclosed
copies of the survey 'Work Role Design" for you to distribute to certain members
of your staff. The Survey Control Number (USAF SCN 86-99) on the questionnaires
indicates Air Force approval. I am limiting the survey to nurses in the
following AFSCs: 9716, 9726, 9736, 9756, and 9756D: to include staff nurses,
charge nurses, and administrative nurses. All ranks are to be included. Each
survey will indicate AFSC and rank desired (see HQ AFMPC/SGCN cover letter).
Please distribute the questionnaires accordingly, to those nurses willing to
participate. Your participation may also be required. I ask that you give out
the surveys with some regard to random selection, however, I realize that in

some cases, your choices are limited. If your nursing personnel do not match the
pre-identification criteria, please distribute the surveys as close as possible,
i.e. substitute rank, but not AFSC. In an effort to keep the total cost of this
research within an acceptable budget, I have limited the total number of surveys
sent out. Therefore, to insure the study has statistical significance, it is
important for each survey to be filled out, however, this does not mean
participation is mandatory. The individual nurse's participation is VOLUNTARY.
ILshould take them no longer than 30 minutes to.fill out the questionnaires.

4. Please encourage your staff to participate as the results could be used to
improve their nurse corps. I appreciate your assistance and support in this
endeavor.

JOHN C. NICHOLS, Major, USAF, NC
AFIT/CIMI (University of Utah)

ZJ
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DEPARTMENT OF THE AIR FORCE
HEADQUARTERS AIR FORCE MILITARY PERSONNEL CENTER

RANDOLPH AIR FORCE SASE TX 79150-6001

Ar?" o HQ AFMP C/SGCNI

SU&JECT Job Satisfaction Survey

TO Nurse Corps Officers

1. Premature nursing turnover has been an issue of concern for nursing
managers for quite some time. This turnover, combined with the reported
nursing shortage, may make it more difficult for the Nurse Corps to recruit
qualified nurse replacements. Although the Nurse Corps' turnover rate is
considerably less than the turnover rate in the civilian sector,
replacement costs are considerably higher. The decrease in the number of
nurse replacements and increased costs with the recent budget cuts, makes
premature nursing turnover an issue for us to investigate.

2. We all realize that some turnover is necessary; i.e. involuntary, for the
best interest of the Air Force, some voluntary, and some retirements.
However, part of the voluntary turnover and part of the retirements may be
premature, and avoidable. Numerous research studies have shown relationships
between a workers job satisfaction and their work-role design, to their
intent to leave on organization prematurely. Many times, this premature
turnover could have been pervented with a few minor changes in the work
environment, but before any change can be implemented, these work related
factors have to be identified.

3. Major John Nichols is an AFIT student at the University of Utah, working
on his master's degree in nursing administration. His thesis research deals
with the subject of how job satisfaction and work-role design affect the
intent to turnover. Attached is his survey designed to measure these
factors. The results of the survey will be used in his research and also
will be given to the Nurse Corps so that problem areas can be identified and
possible solutions implemented. I ask that you take the time to fill out the
survey frankly and honestly, and then return it to him. Your participation
is voluntary, however, without it, we may be unable to identify problem
areas and their solutions.

4. Thank you for your participation.

MARGARE M. KORACH, Colonel, USAF, NC
Chief, Nurse Corps Career Management Branch
Office of the Surgeon

4. L, ;W0- 414 ;1;-
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Reply to
Attn of: John C. Nichols, Major, USAF, NC

AFIT/CIMI (University of Utah)
2519 East Joni
Layton, Utah 84041
(801)544-3658

Subject: Job Satisfaction Survey - Air Force Nurse Corps

To: Survey Participants

1. 1 am an APIT student in Nursing Administration at the University of Utah
interested in researching the correlation of job satisfaction and turnover
intent, as it relates to the Air Force Nurse Corps. This study will partially
fulfill the equicements for a master's degree.

2. The purpose of the study is to 1) determine the level of job satisfaction
through an examination of nurse's perceptions of their work role design, 2)
identify certain miscellaneous aspects of the the job along with the
individual's mobility and intent to leave the organization, and 3) determine if
the level of satisfaction and intent to leave are influenced by biographic,
demographic and/or professional characteristics of those nurses responding. The
information gathered will be included in the thesis report and also sent to
Chief of the Air Force Nurse Corps and the Chief, Nurse Corps Career Management
Branch, at AFMPC. If specific components of job dissatisfaction are identified,
it is possible that changes can be made to improve the overall job satisfaction
of the Air Force Nurse Corps.

3. In order to make qualified statistical analysis of your responses, it is
extremely important that you complete the attached questionnaire. This does not
mean that your participation is mandatory though; your participation is
VOLUNTARY. In addition, your anonymity will be protected, as only the analysis
of the results will be included in the thesis. In accordance with Air Force
policy, your name and/or SSAN are not required. %

4. In accordance with Public Law 93-573. the Privacy Act of 1974, you have been
informed of the purposes and uses of the survey information as provided in
paragraph 2. Your completion and return of the questionnaire will indicate your
consent to participate in the survey. The Survey Control Number (USAF SCN 86-99)
on the questionnaire is your assurance that the survey has USAF approval and
that no names will be used in reported results.

5. The questionnaire contains two parts. Part I is the Work Role Design
Questionnaire divided into nine sections. This questionnaire was developed by
John W. Seybolt, PhD; Professor of Management at the University of Utah; and is
designed to study jobs and how people react to them. The questions are designed
to obtain your perceptions of your job and your reactions to it. There are no
trick questions. Your individual responses wi be kept completely confidential.
Part II is a biographic, demographic, and professional questionnaire. Specific
instructions are given at the start of each section. Please read the

instructions carefully, and answer each item as honestly and frankly as
possible. This survey is copyrighted, therefore, please do not copy it without
the consent of the author, Dr. Seybolt.

USAF SCN 86-99 (expires 30 Nov 86)

N%
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6. The entire questionnaire will take approximately 30 minutes to complete.
Please complete the attached questionnaire AS SOON AS POSSIBLE and return it in
the stamped envelope provided for you.

7. If you have any questions or comments about the research and/or survey,
please call me at (801)544-3658. If you feel that the issue or problem can not
be discussed with me, feel free to call the University of Utah, Institutional
Review Board office at (801)581-3655.

8. Thank you very much for your participation in the study.

JOHN C. NICHOLS, Major, USAF, NC 2 atch
AFIT/CIMI (University of Utah) Work Role Design Survey

Return envelope

PRIVACY ACT STATEMENT

In accordance with AFR 12-35, paragraph 8, the following information is provided
as required by the Privacy Act of 1974:

a. uthority:

(1) 5 U.S.C. 301, Devartmental Regulations, and/or

(2) 10 U.S.C. 8012, Secretary of the Air Force, Powers, Duties,
Delegation by Compensation; and/or

(3) DOD Instruction 1100.13, 17 Apr 68, Surveys of Department of
Defense Personnel; and/or

(4) APR 30-23, 22 Sep 76, Air Force Personnel Survey Program.

b. Principal Purposes. The survey is being conducted to collect
information to be used in research aimed at illuminating and providing inputs
to the solution of problems of interest to the Air Force and/or DOD.

c. Routine Uses. The survey data will be converted to information for
use in research of management related problems. Results of the research, based
on the data provided, will be included in written master's theses and may also
be included in published articles, reports, or texts. Distribution of the
results of the research, based on the survey data, whether in written form or
presented orally, will be unlimited.

d. Participation in this survey is entirely voluntary.

e. No adverse action of any kind may be taken against any individual
who elects not to participate in any or all of this survey.

%
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USAF Sal 86-99 (expires 30 Nov 86) page 1

WORK ROLE DESIGN

Part I

Section I

What Is Desirable To You At Work

Listed below are a number of characteristics which could be present on any job. People differ about how much
they would like to have each one present in their own jobs. I am interested in learning how much you
personally would like to have each one present in your job.

Using the scale below, please indicate the degree to which you would like to have each characteristic
present in your job.

4 5 6 7 8 9 10
would like Would like Would like
having this having this having this
only a moder- very much extremelyate amount (or much

less)

1. the opportunity for participating in the determination of methods and procedures.

2. stimulating and challenging work.

3. the feeling of security associated with your job.

4. chances to use independent thought and action.

5. prestige inside the organization (i.e., regard received from others within the hospital).

6. opportunities to learn new things.

7. the feeling of self-fulfillment you get in your job.

8. opportunities to be creative and imaginative. %

9. the opportunity for conversation and exchange of ideas with colleagues and co-workers.

10. opportunities for personal growth and development.

11. the feeling of self-esteem you get in your job.

12. a high level of pay for your work.

13. having no threat of change which could make your present skills and knowledge obsolete.

14. experiencing tension and pressure at work.

15. the feeling of worthwhile accoplishment associated with your job.

16. having a lot of work to do.

17. the opportunity for participating in the setting of goals.

18. the opportunity for promotion.

19. the opportunity to give help to other people.

Please continue on reverse.

% %
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USAF SCN 86-99 (expires 30 Nov 86) page 2

Section II

About Your Work

Listed below are a number of statements which could be used to describe a job. You are to indicate whether
each statement is an ACCURATE or '.CCPATE description of your job. Please try to be as objective as you
can in decidina how accurately eacn statement describes your job - regardless of whether you like or
dislike your job. Write a number in the blank beside each statement, based on the following scale:

1 2 3 4 5 6 7
Very Mostly Slightly Uncertain Slightly Mostly Very

Inaccurate Inaccurate Inaccurate Accurate Accurate Accurate

1. the job requires me to use a number of complex or high-level skills.
2. the job is arranged so that I do not have the chance to do an entire piece of work from

beginning to end.

3. my job is quite simple and repetitive.

4. this job is one where a lot of other people can be affected by how well the work gets done.

5. the job provides me the chance to completely finish the pieces of work I begin.

6. my job itself is not very significant or important in the broader scheme of things.

7. just doing the work required by my job provides many chances for me to figure out how well I am
doing.

8. the job denies me any chance to use my personal initiative or judgement in carrying out the
work.

9. my job itself provides very few clues about whether or not I am performing well.

10. my job gives me considerable opportunity for independence and freedom in how I do the work.

Please continue on next page.
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USAF SCN 86-99 (expires 30 tov 86) page 3

Section III

What Happens When You Do A Really Good Job

If you perform very well and do an extremely good job at work, what will happen in terms of the following
things:

1 2 3 4 5 6 7
It will Decrease Decrease Nothing Increase Increase It will
decrease Slightly will hap- Slightly increase a
a lot; I'll pen: I'll lot; I'll
get a lot get the same get a lot
less than amount more than
now now

1. the opportunity for participating in the determination of methods and procedures.

2. the amount of stimulating and challenging work.

3. the feeling of security associated with your job.

4. the chances to use independent thought and action.

5. the prestige inside the organization (i.e., regard received from others within the hospital).

6. the opportunity to learn new things.

7. the feeling of self-fulfillment you get in your job.

8. the opportunity to be creative and imaginative.

9. the opportunity for conversation and exchange of ideas with colleagues and co-workers.

10. the opportunity for personal growth and development.

11. the feeling of self-esteem you get in your job.

12. the level of pay you get for your work. 90

13. the amount of threat of change which could make your present skills and knowledge obsolete.

14. the amount of tension and pressure at work.

15. the feeling of worthwhile accomplishment associated with your job.

16. the amount of work you have to do.

17. the opportunity for participating in the setting of goals.

18. the opportunity for promotion.

19. the opportunity to give help to other people.

Please continue on reverse.

'p.

%W MW % V.
116;,11k .



238

USAF SC1 86-99 (expires 30 ov 86) page 4

Section NV

Your Expectations at Work

1. If you were to try very hard and exert your maximum effort at work, what would your chances be of doing
a really good job and performing very well at your job?

1. not at all likely
2. about a 10% chance
3. about a 25% chance
4. about a 50% chance
5. about a 75% chance
6. about a 90% chance
7. a sure thing

2. Eonestlv, how would you rate your ABILITY to do the technical parts of your job (rate it as if you knew
tnat no one would ever see your answer)?

1. far below average
2. below average
3. slightly below average
4. about average
5. slightly above average
6. above average
7. far above averaqe

3. If you don't try hard at all, that is put in very little effort, what are your chances that you could do
an extremely good job at work?

I. not at all likely
2. about a 10% chance
3. about a 25% chance
4. about a 50% chance
5. about a 75% chance
6. about a 90% chance
7. a sure thing

4. Ponestlv, how would you rate your ABILITY to do the administrative parts of your job (rate it as if you
knew no one would ever see your answer)?

1. far below average
2. below average

- 3. slightly below average
4. about average

- 5. slightly above average
6. above average
7. far above average

S. If you work at about one half of your capability, that is exert about one half of your possible effort,
what are your chances you could perform well and do an extremely good job at work?

1. not at all likely
2. about a 10% chance
3. about a 25% chance
4. about a 50% chance
5. about a 75% chance
6. about a 90% chance
7. a sure thing

Please continue on next page.
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USAF SCl 86-99 (expires 30 Nov 86) page 4

Section IV

Your Expectations at work

I. If you were to try very hard and exert your maximum effort at work, what would your chances be of doing
a really good ioo and performing very well at your ]ob?

.. not at all likely
2. about a 10% chance
3. about a 25% chance
4. about a 50% chance
5. about a 75% chance
6. about a 90% -ance
7. a sure thing

2. P.onestlv, how would you rate your ABILITY to do the technical parts of your job (rate it as if you knew
tr 2t no one would ever see your answer)?

1. far below average
2. below average
3. slightly below average
4. about average
5. slightly above average
6. above average
7. far above average

3. If you don't try hard at all, that is put in very little effort, what are your chances that you could do
an extremely good job at work?

I. not at all likely
2. about a 10% chance
3. about a 25% chance
4. about a 50% chance
5. About a 75% chance
6. about a 90% chance
7. a sure thing

4. .onestlv, how would you rate your ABILITY to do the administrative parts of your 3ob (rate it as if you
knew no one would ever see your answer)?

1. far below average
i 2. below average

3. slightly below average
__ 4. about average

5. slightly above average
6. above average
7. far above average

5. If you work at about one half of your capability, that is exert atout one half of your possible effort,
what are your chances you could perform well and do an extremely good ]oo at work?

I. not at all likely
2. about a 10% chance
3. about a 25% chance
4. about a 50% chance
5. about a 75% chance
6. about a 90% chance
7. a sure thing

Please continue on next page.

I.
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USAF SCN 86-99 (expires 30 Nov 86) page 5

6. H.oneslyv, how would you rate your ABIL:TY to do the interpersonal parts of your job (rate it as if you
Knew t .at no one would ever see your answer)?

1. far below average
2. below average
3. slightly below average
4. about average
5. slightly above average
6. above average
7. far above average

7. As you think about your job, how much effort do you think it takes to do your job adequately?

1. almost no effort
2. a slight amount of effort
3. sone effort
4. a fair amount of effort
S. quite a bit of effort
6. a lot of effort
7. a very great amount of effort

8. As you think about your job, how much effort do you think it takes to do your job esoecially well?

1. almost no effort
2. a slight amount of effort
3. some effort
4. a fair amount of effort
5. quite a bit of effort
6. a lot of effort
7. a very great amount of effort

9. As you think about your job, how much effort do you think it takes to do your job in a minimally
acceptable manner?

I. almost no effort
2. a slight amount of effort
3. some effort
4. a fair amount of effort
5. quite a bit of effort
6. a lot of effort
7. a very great amount of effort

Please continue on reverse.
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USAF SCN 86-99 (expires 30 Nov 86) page 6

Section V

Feedback at work

Please answer the following questions about the kinds of feedback you get at work, using the following
scale:

1 2 3 4 5 6 7
Never Almost Seldom Occasionally Fairly Often Extremely

Never Often Often

1. My immediate supervisor tells me when he/she thinks I am doing a good job.

2. People from other departments tell me they think I am doing a good 3ob.

3. My co-workers tell me when they are not pleased with what I am doing.

4. y immediate supervisor tells me when she/he is not pleased with the quantity (amount) of work I

do.

S. Clients or patients tell me when they think I am doing a good job.

6. y immiediate supervisor tells me when she/he is pleased with the qualitv of work I do.

7. My co-workers tell me when they think X am not doing a good job.

S. People from other departments tell me when they think I am not doing a good job.

9. My immediate supervisor tells me when she/he is pleased with what I am doing.

10. My co-workers tell me when they think I am doing a good job.

11. Clients or patients tell me when they think I am not doing a good job.

12. _ My immediate supervisor tells me when he/she is not pleased with the quality of work I do.

13. my im mediate supervisor tells me when she/he thinks I am not performing the way I should be.

14. _ My co-workers tell me when they are pleased with what r am doing.

15. _ My immediate supervisor tells me when she/he is not pleased with what I am doing.

16. _ My immediate supervisor tells me when she/he is pleased with the carantitv (amount) of work I do.

17. My immediate supervisor offers suggestions on how I could maintain or improve my job

performance.

Please continue on next page.

'p.
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USAF SMl 86-99 (expires 30 Nov 86) page 7

Section VI

Role Issues at Work

Please answer the following questions about different aspects of your work role, using the following scale:

1 2 3 4 5 6 7
Never Almost Seldom Occasionally Fairly Often Extremely

Never Often Often

1. my job duties and work objectives are unclear to me.

2. I work on unnecessary tasks or projects.

3. 1_ I have to take work home in the evenings or on weekends to stay caught up.

4. The demands for work quality made upon me are unreasonable.

5. I am unclear about whom I report to and/or who reports to me.

6. I get caught in the middle between my supervisors and my subordinates.

7. 1 spend too much time in unimportant meetings that take me away from my work.

8. M_ My assigned tasks are sometimes too difficult and/or complex.

9. I lack the authority to carry out my job responsibilities.

10. The formal chain of command is not adhered to.

11. I am responsible for an almost unmanageable number of projects or assignments at the same time.

12. -- Tasks seem to be getting more and more complex.

13. I do not fully understand what is expected of me.

14. 1 1 do things on the job that are accepted by one person and not by others.

15. I simply have more work to do than can be done in an ordinary way.

16. -- The organization expects more of me than my skills and/or abilities provide.

17. I do not understand the part my job plays in meeting overall organizational objectives.

18. I receive conflicting requests from two or more people.

19. I feel that I just don't have the time to take an occasional break.

20. I have insufficient training and/or experience to discharge my duties properly.

Please continue on reverse.
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USAF SCN 86-99 (expires 30 Nov 86) page 8

Section VII

Miscellaneous Aspects of Your Work

Please answer according to the following scale:

1 2 3 4 5 6 7
I strongly Disagree Slightly Neither Slightly Agree Strongly
disagree disagree disagree agree agree

nor agree

I. I am very sure what my immediate supervisor's expectacions of me are on my job.

2.. It would be very difficult for me personally to leave this job for one in another organization
(other than the Air Force).

3. I feel that the money, benefits, and other "external' rewards which I get are appropriate and

equitable for the work that I do.

4. Even if I did not have a service commitment (ADSC) I would remain on active duty.

5. All in all, I would prefer to work in the smaller Air Force hospitals.

6. I have serious intentions about leaving this organization (Air Force) within the next year.

7. I am confident that I am headed in the direction of my career goals.

8. Organizational (hospital) policies and procedures are administered fairly across work groups.

9. Even f I can remain on active duty longer, I plan on retirement at 20 years.

10. I agree with my immediate supervisor's expectations of me on the job.

11. I would rate the labor market as very good for people like me.

12. Considering all the Air Force Hospitals, I prefer working in the larger ones.

13. I feel that the amount of personal satisfaction and the *internal rewards' that I get from my
job are appropriate and equitable for the work that I do.

14. Not counting retirement, I will be working for this organization (Air Force) one year from now

if I have my way.

15. I prefer being stationed overseas.

16. I spend an appropriate amount of time with my imediate supervisor clarifying expectations
he/she has of me and my job.

17. All in all, I am rewarded appropriately and equitably for the work I eo.

18. It would be very easy for me to find a job in another organization (other than the Air Force).

19. I would remain with this organization (Air Force) if I had the opportunity for another career
field in nursing. (i.e. different AFSC, extended role, or practitioner)

20. My career is progressing very well these days.

Please continue on next page.
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USAF SCN 86-99 (expires 30 Nov 86) page 9

1 2 3 4 5 6 7
I strongly Disagree Slightly Neither Slightly Agree St:congly
disagree disagree disagree agree agree

nor agree

21. Of all the assignments possible, I would prefer to remain in the CONUS.

22. -- Relative to other parts of the organization (hospital), our work group receives fair treatment
from the organization (hospital).

23. -- It would be very easy for me to find a job as good as the one I now have in another organization
(other than the Air Force).

24. If I were to leave this organization (Air Force) I would seek employment outside of nursing.

25. I have serious intentions on remaining in the Air Force past 20 years.

26. If I could not retire, i.e. the Air Force did not have a 20 year retirement plan, I would not
remain on active duty.

27. If I did not have a service commitment, i.e. ADSC, I would resign within the next six months.

28. Organizational (Air Force) policies and procedures are administered fairly across work groups.

Section VIII

Your Job Satisfaction

How satisfied are you with the following aspects of your job and the work you do:

1 2 3 4 5 6 7
Very Dissatisfied Slightly Neither Slightly at-sfied Very

dissatisfied dissat- satisfied satisfied satisfied
isfied nor dis-

satisfied

i. the opportunity for participating in the ketermination of methods and procedures.

2. the amount of stimulating and challenging work.

3. the feeling of security associated with your job.

4. the chances to use independent thought and action.

5. the Air Force in general.

6. the prestige inside the organization (i.e., regard received from others within the hospital).

7. the opportunity to learn new things.

S. Your geographic area of assignment (CONUS or Overseas).

Please continue on reverse.
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USAF S04 86-99 (expires 30 Nov 86) page 10

2 3 4 5 6
Very Dissatisfied Slightly Neither Slightly Satisfied Verydissatisfied dissat- satisf ied satisfied satisf ied

isfied nor dis-
satisfied

9. _ the feeling of self-fulfillment you get in your lob.

10. - the opportunity to be creative and umaginative.

11. - the opportunity for conversation and exchange of ideas with colleagues and co-worKers.

12. the opportunity for personal growtn and development.

13. _ _ the feeling of self-esteem you get in your lot.

14. _ the level of pay you get for your work.

i.5. _ _ the amount of threat of :ange which could maxe your present skills and knowledge oOsolete.

16. -- Nursing as a career.

17. the amount of tension and pressure at work.

18. _ the feeling of worthwhi. * accomplishpent associated with your ,ob.

19. _ the amount of work you nave to do.

20. the opportunity for partlcxoat~ng in the se tkng of goals.

21. the opportunity for promotion.

22. the opportunity to give help to other people.

23. _ the work that you do.

24. your immediate supervisor.

25. - how you feel mentally after Work.

26. how you feel physically after work.

27. the feedback you get about your work.

28. your job in general.

29 - the way your career is going these days.

30, the Air Force as a career.

31. Nursing in general.

32. The size of the Medical Treatment Facility you work in now.

33. -- The length of time you must spend *on station" before being eligible for P.C.S. orders.

'Please continue on next page.

'.P V
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Section IX

Answer the following questions briefly, but completely.

1. If you were to leave the Air Force Nurse Corps, what would be the most important reason?
(Please explain your answer).

2. If you were to remain in the Air Force Nurse Corps, what would be the most important reason?
(Please explain your answer).

Please continue on reverse.
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Part II

Identifying Data

please answer the following (mark one in each category only):

I. Age:

2. Sex: Male _ ; Female .

3. Marital Status: Single _ Married ; Divorced _ Separated Widowed

If married, is your spouse military? Yes _ ; No .

If yes, are you stationed together? Yes ;No

4. Nt ner of dependent children living with you: .

5. Primary wage earner: Yes _ ; NO

6. Facility Assigned: 7. Location: 8. How long have
Medical Center (Over 160 beds) -- C4US you been at your
Hospital (70 - 159 beds) Overseas -- present assignment?:
Hospital (40 - 69 beds)

Hospital (30 - 39 beds) 9. Major Command years _ months ____
Hospital (under 30 beds) of Facility:
Clinic
Other

10. AFSC (Primary): 11. Position Title (Primary): 12. Speciality (Primary):
9716 Staff Nurse Medicine Operating Roam
9726 _ Charge Nurse - Surgery _ Emergency Roam
9736 Supervisor Med-Surg Clinics

9756 Educ Coordinator Ob C]stetrics -- Education
9756-D - Asst Chief Nurse -- Psychiatry - Administration -
Other __ Chief Nurse Pediatrics -- ICU/CCU

other Other

13. Rank: 14. Years in Nursing: 15. Years in Air Force:
2nd Lt

1st Lt -- years -- years __
Captain
Major - (if prior service, also

Lt Col give number of years in

Colonel Nurse Corps)

years _

16. Component 17. Education Level: (Mark highest attained) 18. Active Duty Service

Regular -- Assoc Degree -- Commitment:
Indefinite Diploma
Reserve Bachelor's Degree none

Status Nursing - 0 - 6 months

Initial Non-nursing -- 6 - 12 months

Active Master's Degree 12 - 18 months
Duty Nursing - 18 - 24 months

Non-nursing over 24 months

Other Doctorate
Nursing 

%

Non-nursing
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Part I

Section 1

What is desirable to you at work

Importance of:

Extrinsic:

Security Needs: #3, #13

Tension at Work: #14
Lots of Work: #16
Promotion Opportunities: #18
Good Pay: #12

Intrinsic:

Esteem Needs: #5, #11
Autonomy Needs: #1, #4, #17
Self-Actualization: #7, #10, #15

Interpersonal:

Social Needs: #9, #19

Growth Needs: #2, #4, #6, #8, #10, #15

Section 2

About your work

*Skill Variety: #1, #3
*Task Identity: #2, #5
*--ask Significance: #4, #6

*Autonomy: #8, #10
*Jc3 Feedback: 7 f 9

W ' happen s we yo c roaily --- _aob

Sxtr il Lc:[r

# 14
;, Work:

P3o;;tions: 18
Pay: #12

.--
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Intrinsic:

Esteem: #5, #11
Autonomy: #1, #4, #17
Self-Actualization: #7, #10, #15

Interpersonal:

Social: #9, #19

Growth: #2, #4, #6, #8, #10, #15

Section 4

Expectations

Perceived link between effort and performance:

If 100% effort: #1
If 50% effort: #5
If little effort: #3

Effort for minimal performance: #9
Effort for adequate performance: #7
Effort for excellent performance: #8

Ability:

Technical: #2
Administrative: #4
Interpersonal: #6

Section 5

Feedback at work

Supervisory feedback:

Quantihy of Work - Positive:
Quantity of Work - Negative: #4

Quality of Work - Positive: #6
Quality of Work - Neoative: 12

Overall Positive: 1, #9
Overall 'Negative: #1, '/2
Suggestions fo I r ove : 7'-

I
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Co-Worker Feedback:

Positive: #10, #14
Negative: #3, #7

Customer/Client Feedback:

Positive: #5
Negative: #11

Other Department's Feedback:

Positive: #2
Negative: #8

Section 6

Role issues at work

Role Ambiguity: #1, #5, #9, #13, #17

Role Conflict: #2, #6, #10, #14, #le
Role Overload - Quantitative:

#3, #7, #11, #15, #19
Role Overload - Qualitative:

#4, #8, #12, #16, #20

Section 7
'

Miscellaneous aspects of your work

Supervisory Role Expectations: 41, #10, #16
Equity of Rewards: #3, #13, #17
Equity of Policies & Procedures: #8, #22, #23
Career Satisfaction: #7, #20
*Mobility: #2, #11, #18, #23
*Turnover Tntentions: #6, #14
*. ee Intentions: #9, #25
*Facilitv Size: #5, #12
*Fa7 iit, Location: # 1 -, #21

Career Ch ang: #19
No Retie:'&ent: #26
Forced Comitment: #4, #27



Section 8

Your Job Satisfaction

Satisfaction of:

Extrinsic:

Security: #3, #15
Tension: #17
Amount of Work: #19
Promotions: #21
Pay: #14
Your Work: #23
How You Feel After Work - Mentally: #25
How You Feel After Work - Physically: -26
Facility Size: #32
Facility Location: #8
Time on Station: #33

Intrinsic:

Esteem: #6, #13

Autonomy: #1, #4, #20
Self-Actualization: #9, #12, #18
Job in General: #28
Career: #29

Interpersonal:

Social: #11, #22
Your Supervisor: #24
Feedback: #27

Growth: #2, #4, #7, #10, #12, 413

Nursing:

In General: #31
As a Career: #16

Air Force:

.,.a General: 55
As a Career: L30

* IndiCate:3 iteM ev s 2 e

P.

A.A _6V_ J_
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